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1. Building Department - Building Statistics - March 2017 
2. Building Department - Building Permits - Yearly Statistics 
3. Director of Engineering and Public Works -letter dated March 24, 2017 - Traffic Control 

Program - March 29 and 30, 2017 
4. Director of Engineering and Public Works - letter dated March 29, 2017 - CMHA Ride 

Don't Hide - Sunday, June 25, 2017 
5. B. Revel- email dated March 27, 2017 - Hwy#l Lights 
6. D. MacMillian -letter dated March 28,2017 - Class 5 & 6 Business Assessments 
7. W. Collins - email dated March 29, 2017 - Dilkusha 
8. S. Desautels, Vice President, Shuswap Cycling Society - letter received April 5, 2017 -

Proposed BMX Track 
9. M. McKay, Official Trustee, School District # 83 - newsletter dated March 9, 2017 -

Staying Connected 
10. Interior Health Authority - news release dated March 28, 2017 - New Police and Crisis 

Team for Kelowna 
11. C. Robertson, Site Leader, Piccadilly Care Centre - email dated April 3, 2017 - Blackburn 

Park Development 
12. M. LoVecchio, Director Government Affairs, Canadian Pacific - email dated April 3, 

2017 - Rail Safety Wekk April 24 to 30, 2017 
13. S. Robinson, MLA for Coquitlam - Maillardville, New Democrat spokesperson for local 

government and sport - email dated March 21, 2017 - Local government spring 
newsletter 

14. Emergency Management BC - email dated March 22, 2017 - EMBC - Call for Proposals 
for the National Disaster Mitigation Program (NDMP) 

15. T. Stone, Minister of Transportation and Infrastructure - letter dated March 31, 2017 -
Thank You 

16. T. Rysz, Mayor, District of Sicamous - letter dated March 23, 2017 - Provincial Private 
Moorage Program 

17. A. Mund, Mayor, City of Vernon - email dated March 30, 2017 - Petition to Remove GST 
Being Charged on Carbon Tax 

18. Auditor General for Local Government - Audit Report dated March 2017 - Managing 
the Inherent Risk of Limited Human Resources within Small Local Governments, 
District of Tofino 
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CITY OF SALMON ARM 
BUILDING DEPARTMENT REPORT 

MARCH 2017 

LAST YEAR (2016) CURRENT YEAR (2017) 
CURRENT MONTH YEAR-TO-DATE CURRENT MONTH YEAR-TO-DATE 

NO. VALUE 

New SinQle Family Dwellings 4 1,140,000 

Misc. Additions etc. to SFD's 8 188,800 

New Modulars/MH's (Factory Built) 1 132,000 

Misc. Additions etc. to Modulars/MH's 1 1,500 

MFD's (# Units) - -
Misc. Additions etc. to MFD's - -
New Commercial - -
Misc. Additions etc. to Commercial 1 5,250 

New I nd ustrial 1 80,000 

Misc. Additions etc. to Industrial - -
New Institutional 1 1,000,000 

Misc. Addttions etc. to Institutional 1 140,000 

Signs 3 1,795 

Swimming Pools, Pool Buildings - -
Demolitions 1 -
Temporary Trailers, A & B Permits 1 -
Misc. Sjl9cial Inspections, etc. 3 -
TOTAL PERMITS ISSUED 23 2,689,345 

MFD's - Apartment, Row, Duplex, Strata (# of dwelling units created) 
Farm building values not included 

NO. VALUE 

7 2,180,000 

25 694,600 

3 467,000 

4 50,000 

- -
- -
- -
4 80,250 

1 80,000 

- -
2 1,200,000 

2 141,000 

13 49,775 

1 45,000 

3 -
1 -
9 -
62 4,987,625 

NO. VALUE NO. VALUE 

16 3;973,270 21 5,198,270 

4 252,500 20 795,060 , 
- - 2 250,000 

1 16,000 1 16,000 

- - - -
-- - - -

- - 1 400,000 I 

- - 6 375,400 I 
1 135,000 1 135,000 

- - - -
- - - -
- - 2 19,000 

1 1,000 11 30,765 

- - - -
2 - 3 -
- - - -
4 - 11 -
23 4,377,770 62 7,219,495 

0) 



· BUILDING PERMITS - YEARLY 
JAN FEB MAR APR MAY JUNE JULY AUG SEPT OCT NOV DEC 

2001 585,500 11,938,550 12,265,250 12,842,790 13,534,790 14,712,550 16,330,650 17,717,625 19,031,075 19,895,255 21,318,855 21,458,195 

2002 585,500 1,952,500 3,340,850 3,821,240 5,455,840 6,411,690 8,844,690 10,932,510 15,780,890 16,705,600 17,738,200 17,923,700 

2003 130,110 920,780 2,974,020 4,486,120 5,993,320 13,294,120 15,555,250 17,937,005 20,318,920 22,000,340 24,005,740 24,782,360 

2004 430,700 1,506,500 5,903,780 8,379,104 10,122,768 12,086,319 14,779,343 21,598,763 30,371,023 33,614,173 34,957,458 35,881,343 
2005 1,072,000 2,269,650 4,344,750 6,806,152 12,110,482 28,031,457 29,985,585 34,743,645 37,600,445 42,915,856 45,525,611 47,576,746 
2006 815,550 3,224,468 8,012,449 11,501,929 16,084,809 20,066,533 23,714,194 26,370,890 36,479,806 37,278,358 42,332,995 43,077,170 
2007 1,531,087 3,901,669 16,148,674 22,413,118 27,232,134 32,401,472 35,657,297 42,829,750 51,945,799 55,703,387 65,885,802 66,289,555 
2008 1,797,604 4,203,429 12,947,058 27,647,379 33,857,533 36,582,025 39,759,375 42,395,464 45,412,474 50,699,301 53,383,541 53,522,880 
2009 409,369 864,839 2,039,460 5,207,311 6,763,615 7,800,085 9,677,455 11,579,746 18,882,737 20,713,554 23,523,664 24,337,664 
2010 1,518,563 2,708,062 5,931,546 10,081,816 12,260,236 13,526,546 16,597,121 18,790,511 19,848,804 21,174,632 22,953,692 27,249,702 
2011 568,645 2,003,976 5,063,837 7,449,773 9,471,416 11,761,850 12,794,028 14,222,970 18,194,801 19,682,061 30,563,013 31,934,415 
2012 2,189,660 3,128,562 4,794,040 6,337,260 10,000,544 12,120,246 17,883,185 24,375,078 26,118,787 26,493,820 28,130,500 28,666,430 
2013 881,740 1,440,110 13,907,060 15,814,195 17,433,464 20,194,778 23,204,628 24,180,485 26,567,302 29,195,224 30,890,086 31,231,349 
2014 665,304 2,806,404 8,075,941 20,789,869 27,574,834 29,877,686 33,456,523 41,971,923 42,784,769 44,804,191 46,460,471 47,707,993 
2015 1,172,285 1,853,539 3,894,754 6,750,389 8,575,425 18,388,180 20,475,407 26,442,225 29,143,303 31,248,595 35,417,465 37,368,595 
2016 1,268,865 2,298,280 4,987,625 8,904,610 12,253,660 16,279,464 19,265,124 23,811,029 29,823,014 36,084,949 40,154,959 41,418,659 
2017 1,183,~80 2,841,72~ _-.1',;119,495 

-----------

X:ICustomer ServicelStephlWINIEXCELIMonthend - buildinglbuilding permitsyearly o 



City of Salmon Arm 
500 - 2 Avenue NE 
Mailing Add"ess: Box 40 
Salmon Arm, BC VIE 4N2 
Tel: 250,803.4000 Fax: 250.803.4041 
www.saimonal.lll.ca 

March 24, 2017 

Okanagan College 
Salmon Arm Campus 
2552 Trans Canada Hwy, N,E, 
Salmon Arm, BC V1 E 2S4 

Attention: Patty Bruce, Program Administrator 

Dear Madam: 

RE: TRAFFIC CONTROL PROGRAM - March 29 and 3D, 2017 

Reference is made to your email dated March 22, 2017, 

File: 5460.10 

I am pleased to advise that authorization is granted to close the southbound lane of 20/21 
Street NE (between Okanagan Avenue and 6 Avenue NE only) to set up a "work zone" for 
the instruction/training of students in Traffic Safety Control for the following dates: 
Thursday, March 30, 2017 , This closure is subject to the provision of adequate 
supervision and Comprehensive General Liability Insurance with a limit of not less than 
$2,000,000,00 inclusive per occurrence for bodily injury (including death, personal injury 
and property damage) with the City of Salmon Arm named as an "Additional Insured", 

Yours trUly, 

_/~;,;. "''''''''''''-0 
ROI:lert-Niew~~huizen, ASc.T. 
Director of Engineering and Public Works 

cc, RCMP/Ambulance OfficialslFire Department 
Rob Hein, Manager of Roads & Parks 
Cam Gerow, Operations Clerk 
Marcel Bedard, Bylaw Enforcement Officer 
Council Information Correspondence 

X:\Operations Dept\Engineering Services\ROAD CLOSURES\2017 - Road Closures\Okanagan College (Mar 28.29)\Approval 
Letter - Traffic Control Program Mar 29-30.docx 



CONTINUING STUDIES 
2552 10th Ave NE (TCH) 

Salmon Arm, BC V1E 2S4 
Tel: 250-804-8888 
Fax: 250-804-8850 

TO: Rob Niewenhuizen - Director Engineering & Public Works 

CC: Jennifer Cook 

Fax#: 250-803-4041 

Date: March 22, 2017 

Re: Traffic Control Program 

I would like to advise you that Okanagan College, Salmon Arm campus, will be conducting a 
Traffic Control program on March 29 & 30, 2017 (a contract course for the City of Salmon Arm 
Public Works). 

The practical portion of the program will be held on 20lh St. N.E. between Highway #1 and 
Okanagan Ave. on Thursday March 30. 

Could you please send us your authorization to close the southbound lane of20,h/21 sl st. NE 
(between Okanagan Ave and 61h Ave NE only) to set up a "work zone" as in prior years. 

If you have any questions, please don't hesitate to contact me. 

Thank you for your assistance with this. 

Patty Bruce 
Program Coordinator 



City of Salmon Arm 
500 - 2 Avenue NE 
Mailing Address: Box 40 
Salmon Arm, Be VIE 4N2 
Tel: 250.803.4000 Fax: 250.803.4041 
www.saitnonal.1U.ca 

March 29, 2017 

Canadian Mental Health Association 
PO Box 3275 
Salmon Arm, 6C V1E 451 

Attention: Sanne vanVlerken, Activity Coordinator - Rehabilitation Services 

Dear Madam: 

RE: CMHA RIDE DON'T HIDE - SUNDAY, June 25,2017 

Reference is made to your email of March 29, 2017. 

File: 5460.11 

I am pleased to advise permission has been granted to host the CMHA Ride Don't Hide event on Sunday, 
June 25, 2017 commencing at 9:00 am. at the Field of Dreams. The following roads within the jurisdiction 
of the City of Salmon Arm may be used for the event: 30th Street SE, Auto Road SE (through the 
industrial park), and Highway 976 SE. Permission is granted subject to the provision of adequate 
supervision and Comprehensive General Liability Insurance coverage with a limit of not less than 
$2,000,000.00 inclusive per occurrence for bodily injury (including death), personal injury and property 
damage. Please forward a copy of your insurance prior to event. 

Please contact Donna Flatman (250-832-4044) at the SASCU Recreation Centre to ensure that Little 
Mountain Fieldhouse Is available. 

You may obtain barricades, signs and vests from the Public Works Department. Please contact Rob Hein, 
Manager of Roads and Parks at 250-803-4087 to make necessary arrangements. 

Best Wishes for a successful event. 

Yours truly, 

/::;:7)"",-" '~T __ __ 
Rob Niewenhuizen, A.Sc.T. 
Director of Engineering and Public Works 

cc.. Rob Hein, Manager of Roads and Parks 
Donna Flatman, SASCU Recreation Centre 
RCMP / Ambulance Officials / Fire Department 
Peter Cocker, Ministry of Transportation and Infrastructure 
Council Information Correspondence 

X:\Operalions Depl\Engineering Servi~S\ROAO CLOSURES\2017 " Road Closures\CMHA. Ride Don'l Hide (Jun 25)\AJlproval· CMHA Ride Don't Hide,doc: 



Canadian Menta l 
Health Assoc iation 
Shuswap-Revelstoke 
Mental health (ar all 

Cyclists 54k route 

-From Field of Dreams, head south on 

30 Street SE/Auto Road through the 

industrial park. 

-Turn right onto Highway 97B. 

-Turn right onto Deep Creek Road 

-At Hullcar Rd turn around and go 

back up Deep Creek Road 

-Right onto Schoolhouse Road 

-Left onto Mallory Road 

-Right onto Gardom Lake Road 

-Left onto Highway 97B 

-Right onto Mayfair Road 

-Turn left to continue on Mayfair Road 

- Left onto Black Road, and 

-Cross Highway 97B onto Auto Road/3 
Street SE and head back to the Field 0 

Dreams 

ridedorlthide 
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Canadian Mental 
Health Association 
Shuswap-Revels toke 
Mental health for all 

Family 10k Route 

• From the Field of Dreams, head south 

on 30 Street SE/ Auto Road through the 

industrial park 

• Turn around at the table outside the 

Northern Plastics building . 

• Ride back along Auto Road/3D Street 

SE until you reach the Field of Dreams. 

Cyclists 32k route 

. From Field of Dreams, head south on 

30 Street SE/Auto Road through the in­

dustrial park . 

• Turn right onto Highway 97B. 

• Turn right onto Deep Creek Road 

.Left onto Schoolhouse Road 

.Left onto Mallory Road 

.Right onto Gardom Lake Road 

.Left onto Highway 97B 

. Right onto Mayfair Road 

· Turn left to continue on Mayfair Road 

• Left onto Black Road, and 

·Cross Highway 97B onto Auto Road/3D 
Street SE and head back to the Field of 
Dreams 

ridedorlthide 
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~ronl: Bert Revel revelbert@gmail.com 
Subject: Hwy#1 lights 

Date: March 27,2017 at 12:47 PM 
10: Nancy Cooper ncooper@salmonann.ca 

To Mayor, the City Council, and the Traffic and Safety Departments 

This is a response to the request for input regarding the traffic light situation along the Trans-Canada Highway through Salmon 
Arm. 

My suggestion would be to synchronize the lights at AI.!fxaJlder and Ross, they can change at the..sam8 tiOle w[ll1out any 
change in inconvenience to the driving public, it would be better o{fl'le 1500 truckers, and would make for ~fffa«i6fiow. There 
would be no need to close Ross Street. Ross Street has easy assess to the one-way City Hall parking lot; it gives easy and logical 
access to the central parking lot and the downtown business core; it ends at the simple 4-way stop at Lakeshore/Front Street. ROSS 
STREET IS FLAT. 

Shifting the light from Ross to 4TH StNE is not making a significant change in the position of the lights. What do you get? A shift 
of traffic to the hill part of town by the Scotia Bank and on Hudson St.,and ending at the worst intersection in Salmon Arm by the Credit 
Union,and the confusing lob-sided railway crossing along Lakeshore. This area is already dangerous without tunnelling more traffic to 
it. I understand that the CPR required the changes in the first place for safety reasons- sad because it was safer before. 

I'm wondering if the idea of shifting the focus from Ross Street to 4Th St NE has something to do with the underpass planning? 
Change the "underpass" idea at Ross to an "over-pass" idea near the Waterslides. 

Sincerely, BERT REVEL 

-1... 



Doug MacMillan 
1060 - fI" St.u.t S£ 
~ A ..... lW V1E OA4 

Pt./F"" 2S0-g04-0162 T};~~T:C}i:'::C;;?l\: ~.,];,S J~~ 
~J ~: aerOlllll@te llls.nel ., 
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March 2B. 2017 

Mayor & Council 
City of Salmon Arm 
500 - 2'd Avenue NE 

Salmon Arm. BC 

Re. Class 5 & 6 Business Assessments 

Dear Mayor Cooper & Members of City Council. 

> :,-':TY 0 ;: ['J~LMO(,l ,~ . ~~:;. i ~·1 
L '~';:::;'"~':';';"'':;::-' ' . ... ~.{ ~.-.~ •. ; .. ,~ '1 

Just putting in writing the thoughts I offered verbally at the meeting of City Council on March 
27".2017. 

I represent the owner of a commercial property located in the Salmon Arm Industrial Park. 
When we received the 2016 Assessment Notice we observed that what had previously always 
been classified as 'Business/Other' was now broken down into 'Business/Other' & 'Ught 
Industry' . The significance of this change only became evident when we received the actual tax 
notice. The result was an increase in property taxes of some 29%. An inquiry at City Hall 
revealed that BC Assessment had concluded that the property had been incorrectly assessed 
since day one and that the entire area was being re-assessed in a similar fashion. An appeal was 
not initiated. 

The downside in this instance was that this tax increase. which was several thousand dollars. 
came well after 2016 corporate budgets had been done and did represent a significant cash flow 
change. 

It is encouraging to learn that. due to input from property & business owners in the Industrial 
Park. individuals and such groups as the Chamber of Commerce. that City Council is now 
considering action to lessen the differentiation between mill rates for Class 5 & Class 6 taxes. In 
discussions at the March 27" meeting it was revealed that there were 40+ Class 5 against some 
600+ Class 6 assessments to be addressed. Spreading the difference between the Class 5 
amongst all the Class 6s would increase all Class 6 taxes. but as Bill Laird commented at the 
meeting. this would likely be an acceptable amount. 

Re. the property I speak of. would the 2016 increase cause this business to leave Salmon Arm? 
Not too likely but not impossible. 
Would the current tax structure cause a business to locate in another jurisdiction other than 
Salmon Arm? Yes. that may be possible. 
Would a more level taxation for Class 5 & Class 6 businesses maybe draw new business to 
Salmon Arm and increase retention? IMO yes. 

As a Director with Salmon Arm Chamber of Commerce I look forward to a successful conclusion 
to this initiative and I know the C of C will be supporting it in any way it can. 

, 

DOUI.,..I.il 



From: Jack Biernacki and Wendy Collins [JackAndWendy@telus.net] 
Sent: March 29, 2017 9:37 AM 
To: Louise Wallace-Richmond 
Cc: Nancy Cooper; Tim Lavery; Kevin Flynn; Chad Eliason; Ken Jamieson; Alan Harrison 
Subject: Dilkusha 

Hi Louise. 

I voted for you because I thought you were a councilor I could talk to about important issues. Did you get 
my email I sent this week? I am ready to stand in front of the bulldozers. 

I have a Bachelor of Music degree from U.B.C. with a concentration in classical piano and a major in 
music history. I teach all my students and my children about the value of history. My house is full of 
antiques. My grandmother's house and my great grandmother's house, both built before the great war 
are protected in the town of Forfar, Scotland. The town council would never dare touch those houses or 
their sites. 

Four things I would like to discuss: 

1) Most modern cities are bending over backwards to save their last remaining historical sites. 
Although there are some jaded individuals who want to demolish old homes, these sites are so valuable 
to the community and future generations it is worth it to stand up to save them. Therefore, why does 
council not want to save this house on its historic property when this is the modern thing to do? 

2) Frank has stated on C.B.C. radio yesterday that the house is structurally sound. Council said it was 
not. Who is right? The public needs to know the truth. If the council has been misinformed by city staff, 
then the offending employees should be fired because they are either incompetent or corrupt or both. 
Council's refusal to discuss matters with us at the council meetings makes council look guilty. 

3) Frank came up with a win win design that would save the historic site and we could have our pool 
and parking lot too. Why was this not discussed at the council meeting? Is it because council does not 
want to face the truth? Why is the house being slated for demolition before council consults the public on 
a design for the new pool and parking lot? 

4) There are old trees in the garden. How will these trees be saved? I live near the clearcuts of 
Hillcrest and am quite frankly sick of all the trees in our city that are being destroyed for development. 

As you know, we lost all of our school trustees because they proved lazy and untrustworthy. It would be 
a shame to loose our city councilors for the same reasons. 

Please get back to me on these issues, as council has imposed a short deadline on the fate of Dlikusha. 
Voters need a modern city, councilors with integrity, win win solutions and protection of heritage and tees. 

Wendy Collins 

jackandwendy@telus.net 

250-832-8399 

(7) 



Dear Salmon Arm City Council, 

Since our last council meeting the situation for the Blackburn site has changed. As I was invited 
to be part of the committee for the Bike Skills Park, it became soon apparent that the site the BMX track 
requested was no longer needed for said Bike Skills Park. Councilor Chad Eliason and Robert 
Niewenhuizen, Director of Engineering and Public Works, agreed that there would be no conflict with a 
BMX track on said site. 

The BMX track will offer more than just a bike track; we will be training our youth in Salmon Arm to 

be athletes and become coaches in BMX; we will be providing youth with the opportunity to be involved 

in an Olympic sport, scholarships and fitness development, starting as young as age 2. The benefits of 

BMX and organized sports are well known and the economic benefits are detailed in our work with the 

Salmon Arm Economic Development Society. 

As before, we are asking Salmon Arm City Council (SACe) for the lease of the Southwest corner of 

Blackburn Park, including utilities to be provided in-kind. We also updated our plan to meet concerns 
brought forward by Salmon Arm City Council: 

1. Temporary: We fully acknowledge that this location is temporary. Mindful of SACC future 

planning, we redesigned with a minimalist approach; no permanent structures, no lighting, 

minimal use of asphalt. 

The biggest design change is the use of a sea container, under dirt, which will double as a start 

gate and serve the purpose of motoshed. This will eliminate the need for any concrete supports 

to form the hill and will provide us with our storage. It will keep the lot free of any outbuilding 

structures. We estimate vacating the site would take one week. 

2. Fencing and Public Access: We understand that there is an issue with the assumption that 

fencing will prohibit use from the general public on the track. 300m of groomed track open to 

any bike, a track with the capacity to handle over 60 riders at one time! It will be open to the 

public, spring to fall, dusk to dawn, other than the following exceptions: 

o The BMX club will have full use of the track 2 nights a week. 1 practice running from 

Spm to 8pm, and 1 race night a week from Sprn to 8pm. 

o Special events booked with the BMX club (workshops, birthday parties etc.) 

o Provincial races 1 weekend a year 

o When the track is wet - if the track gets wet we must close the gate to prevent riders 

from creating ruts in the track. Ruts are a safety hazard for our racers and we want to 

provide a safe racing facility, not only for our racers, but for the public that wants to use 

the track as well 
• Snow 

The fencing around the track is no different than the fence that surrounds a tennis court. The 

restrictions of use are similar to that of a soccer field when there are practices or games; all 

other times public use is encouraged. 

3. Drainage: We have had talks with contractor Blackburn Excavating Ltd. regarding what drainage 

would be needed on the site. We were given an estimate of $16,000 to solve drainage issues; as 

well as reassurances it could be done and they would be open to helping us with this project. 



4. Maintenance. BMX Club would rely on a private contractor service, or, possibly, an arrangement 

can be made with City of Salmon Arm crews. We are flexible to any arrangements to ensure 

reliable groundskeeping and maintenance is done regularly professional standard. 

5. Our Budget: Several concerns were made of our own budget and estimates. We researched 

every cost estimate with industry professionals, again. We also downsized the scale of the 

project from a national track cr',teria, we reduced the facility requirements and costs. (Provincial 

races would still be able to be held on the track, still bringing in money to the city during these 

weekends.) This is a general overview of our budget: 

• Drainage: $16,000 

• Start Gate: FREE from Vernon BMX Club 

• Start Gate Hydraulics/Controls: $3,000 

• Dirt capping for track (500 yards clay/sand mixture): $6,000 

• Sea Container: $2,500 

• Perimeter fence: $10,000 

• Track fence: $1,000 
• BMX Canada Fees (Construction, Engineering, Design): $2,500 

• Equipment rental and operators: $5,000 

• PA System: $500 

• Sign age: $500 

BMX TRACK CONSTRUCTION TOTAL COST ESTIMATE: $47,000 

Please feel free to call and discuss any concerns you may have. 

Sincerely, 

Shelley Desautels 

Vice President 

Shuswap Cycling Society 

250-306-0803 

PS - I was just contacted by Mrs. Funfer from SASCU, encouraging our BMX Club to participate in the 

SASCU Canada 150 Grant! It's for $50,000 and the expiry date to apply is April 15th. 



STAYING"""'"'.17 
CONNECTED 

To North Okanagan-Shuswap School District 
Community Members: 

In keepillg with all ongoing commitment to share information ill 
an open and transparent way, 1 alii pleased to provide you with the 
latest update all school district issues that require decisiolls by the 
Board. 

As llIlentioned last lila II til, we are ill an important plmwhlg tillle, 
both for the 2017-18 school year alld for the longer-term strategic 
direction. Staff and community members have beell illvolved ill a 
comprehensive strategic plamling process, facilitated by the Public 
COllsulting Croup (PCC). The outcome of that work will inform 
the district's resourcillg priorities as we go forward alld will ensure 
that we are making budget and program decisiolls with student 
success as our focus. 

Budget mId staffing allocatioll decisions will begill to firm up 
once we receive the district's preliminary operatillg budget from 
the Ministry of Education by March 15. We also hope to get positive 
news regarding our Rural Educatioll Enllancemellt FUlld (REEF) 
grallt applications lIIade in support of sustailling quality elemen­
tary educatioll at Silver Creek and in Sicamous. 

Specific updates for your illterest illclude: 

School programs ill Sicamous 

In addressillg school organization in Sicalllous, there has been 
consulfatioll both in persall alld through all olliine survey. Senior 
staffwill provide me with afinal recollll1lelldation on a preferred op­
tion (see February's Staying COllnecfed Bulletin for option details) 
and I will address that issue at the March 14 Public Board meeting 
at Pleasallt Valley Secolldary School at 6 p.m. I appreciate the COIll -
1Il1ll1ity engagement on this topic, cOlllmencing with the fille work 
of the K-12 Task Force and contilluing through participation at the 
Feb. 14 lIleetillg alld the subsequent online perspectives. 

The decisioll that will be finalized all March 14 will allow for 
plallning and will also provide the community with much-requested 
certaillty about what the future holds. I heard from lIlany people­
staff and comm ullity - with commen ts related to the various options 
alld who asked that the decisioll be fi"alized as sao 11 as possible. 
Ollgoing uncertaillty could 1I0t be sustained. 



School Programs ill Ellderby 

District staff llave beell plannillg for the 2017-18 school year over 
the past several weeks, reviewillg anticipated school populations by 
grade and lookillg at the available space to offer programs to support 
studellt leaming. Allother dime liS ion has beCll added to that complex 
work this year. As you have likely heard, the Province and the BC 
Teachers' Federatioll have reached all agreement (pel/ding ratifica­
tioll by teachers) to address the outcome of the Supreme Court rufiug. 
That agreement restores COli tract language which was ill place prior to 
2002, alld it will have sigllificant impact on class size alld compositioll 
goillg forward. This is positive lIews alld mealls that we will have ad­
ditiollal resources to support alileamers. 

In Ellderby, consideration of all of the factors (grade cohort sizes, 
class composition, pl'Ograms, and space requiremellts for lion-enrolling 
teachers to provide services to studellts) means that we are faced with 
a significallt space challCllge at M. V. Beattie Elel1lClltary. In brief, the 
school's enrolmellt next year and into the longer-tenll future COli/lOt be 
accol/lIl1odated within the school building. 

I have asked staff to give priority attelltion to developing optiolls to 
address this challenge. Below, I have illcluded those OptiOIlS, alld have 
provided my initial thoughts regarding each one. I am sharillg those 
in advallce 1I0t to indicate that a decisioll has beell made, but rather to 
activate the consultatioll that will occur over the coming weeks. The 
decisions I must make later ill the spring will be informed by commu­
nity feedback and dialogue . 

Here are the optiolls presellted to date: 

Optiolll: Install 2 portable classrooms at M. V. Beattie Elemelltary 
in tillle for the 2017-18 school year. These portables would be in place 
for the foreseeable future, given the enrolment projectiolls available to 
us at this lime. 

Illitial commellt/perspective: Portables are all expellsive alld a less 
thall ideal remedy to address school population increases, unless an 
ill crease is seell as a sllOrt-tmn "blip". Portables are extremely ex­
pel/sive to purchase and install and they cost more to service (utilities, 
cleal/illg alld maintenance) than classrooms within the school build­
ing. Current estimates are $200,000 per portable for purchase, site 
preparation and installation. 

Optioll 2: Declare M. V. Beattie full and retllYll all Ollt of catelllnent 
studellts to their hallie schools. This would reduce but not elimillate 
the space problem at M. V. Beattie. 

Initial commellt/perspective: While we may need to limit or elimi­
lIate out of cotchment ellrollllent at M. V. Beattie goillg forward, I be­
lieve it would 1I0t be in the best interests of students or parellts to 
return youllgsters frol/I M. V. Beattie to their catcizmellt area school. 
III lIIallY districts when ellYOllnellts require a closure of cross-bound­
ary trallsfers, that decision is made with a focus on future requests. 
Students who are all'eady ill a sclzool slzould have the opportunity to 
l'elllain there if at aI/ possible. It is also a consideration to establish a 
"sibling clause" aI/owing youngeI' students to attend out of catc/lmellt 



if they have an older brother or sister enrolled at the out of catcirmellt school. 

Option 3: Re-draw the catchment arm/bollndary maps this sprillg to increase the catcil/nents fo,' Grindrod Elementary 
and Ranchero Elementary. 

Initial comment/perspective: We have committed to significant 10llg-term work on the district's catcillnent areas and 
how ow' schools are organized to ",eet community needs now and into the future. It may not be appropriate to make "one 
ofr boundary changes which could be further modified as part of 01' overall district plan. 

Optioll 4: Adjust the grade ranges for M. V. Beattie and for A.L Fortune. 

M. V Beattie to a K-5 configuration with A.L. Fortllne becoming a Grade 6-12 school; 

M. V Beattie to a K-6 configumtion with A.L. Forfl.lIle becoming a Gmde 7-12 school. 

Initial comment/perspective: 

Of all of the options that have been presented thus fOl; the two listed w,der Option 4 see'" to do tile ",ost complete job 
of addressiug the school capacity issues. A.L. Fortune has substantial capacity for growth, well beyond any enrol",ent 
projections over the next several years. M. V. Beattie cannot operate as a K-7 school next year or into thefut"re without 
approxi",ately $400,000 being spellt fro", our operating budget to establish two portable classroo",s. I believe those 
flluds wOllld be better used to provide additional teaching and/or Certified Education Assistaut staff to support leanling. 

I atn infor",ed by staff that either of the Option 4 choices would address the space challellge at M. V. Beattie and that 
there are differmt potential programing implications related to each of these scenarios. A.L. Fortune has so"'e unique 
program features that are llOving very positive i"'pacts for students, so any grade change would need to be completed 
without disrupting that positive momentu",. 

In order to ellgage the cOII,,,,,mity and to solicit you,' perspectives on this i"'portant ",otter, please lIote the following 
opportunities: 

Monday, March 13 at 7 p.m. at M. V. Beattie school -I will meet with the PAC executives and ad",irlistrative tea",s 
from Grindrod Elementary, M. V Beattie Elementary and A.L. Fortlllle Secondary 

Tuesday, March 14 at 6 p.m. - Public Board Meeting at Pleasant Valley Secolldary School ill Ar",strong. There will 
be no decision regarding Enderby gmde configuration on this agenda, but [will be pleased to respond to any qnestions 
followillg the ",eetillg. 

Tuesday, April 4 at6 p.m. - Public Board Meeting at A.L. Fort"ne Secondary School in Enderby alld a public consIIlta­
tion meeting regarding tlte school configuration options immediately following the Board meeting. 

Oil line Survey feedback option: Survey will be available on the district website as of Wed'lesday, Marclt 15 and will 
remain Opell Ulltil Friday, May 5. 

A decisioll on this matter will be made at the Public Board meeting Oil Monday, May 15 which is the sa"'e evening the 
Preliminary Operatillg Budget will be approved. 

We are addressing complex and ",ulti-dimensiollal issues in our school district and it is essential to consider present 
circumstallces as well as those we will be dealing with over the next few years. Decisiolls must be made with students 
at the centre of our focus and I look forward to working with you to develop directions that are aligned, sustainable and 
coherent. Achieving that will help create a foundatioll for a strollg and positive future in North Okanagan-Shuswap. 

RespectfUlly, 

Mike NIcKay, Official Trustee 

Questions? Feedback? Please send me an email attrusteefeedback@sd83.bc.ca 
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For Immediate Release I March 28, 2017 

New Police and Crisis Team for Kelowna 

Interior Health (IH) and the Kelowna RCMP have partnered to create a Police and Crisis Team (PACT), 
a mobile mental health and substance use (MHSU) crisis intervention team which provides an enhanced 
community response to people experiencing a mental health and/or substance use crisis. 

"For people who might be struggling with mental health and or substance use problems, their first 
interaction with emergency services is very important," said Premier Christy Clark. "Specially-trained 
nurses and RCMP officers will be better able to assess someone's needs on the scene, and create better 
outcomes for everyone involved." 

The PACT consists of a dedicated psychiatric nurse and a specially trained RCMP officer who patrols the 
streets and responds to calls. The team will assess needs and connect the person in crisis with 
appropriate services with a goal to reduce repeat MHSU visits to the local emergency department, as 
well as reduce repeat MHSU calls to the police. 

"There were more than 4,000 mental health and substance use admissions to Kelowna General 
Hospital's emergency department last year," said Norm Letnick, MLA Kelowna-Lake Country. 
"ApprOXimately 15 per cent of those visits were people who returned within 30 days. The new PACT 
will reduce these visits and provide more personalized care to some of the most vulnerable members of 
our community." 

"A mental health crisis can affect the entire community - our friends, neighbours and family members," 
said Kelowna-Mission MLA Steve Thomson. "The new PACT team includes a dedicated psychiatric nurse 
and trained RCMP officer who will patrol the streets, respond to calls and help strengthen the care and 
supports available for people with mental health and substance use challenges in Kelowna." 

"Police recognize the value of taking the time to talk with the person in distress, to ask the right 
questions, and to listen," said Supt. Brent Mundie, Officer-In-Charge of the Kelowna RCMP. "Combined 
with the expertise of a mental health nurse, it is anticipated this new PACT program will provide an 
enhanced service to people in distress and, ultimately, offer them a high degree of patience, care and 
compassion,lI 

"Having this specialized team will help reduce these re-admissions and shift care into the community 
setting," said IH Board Chair John O'Fee. "This will ultimately help reduce pressures on the busiest 
emergency department within Interior Health and more importantly, provide immediate necessary 
supports and attach individuals to appropriate mental health, substance use and community resources." 

Crisis response is not the only task for the PACT team. The nurse and constable will also provide 
proactive support to MHSU clients receiving treatment and support, helping them to continue to access 
care and community-based resources before a crisis develops. The team will support discharge plans for 
individuals with complex MHSU disorders to help prevent re-hospitalization. 

"We're very proud to have this great partnership for Kelowna," said City of Kelowna Mayor Colin 
Basran, "Mental health and substance use isn't just a health concern, it requires the support of the entire 
community." 

www interior'health ca www.rcmp-grcgcca 
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PACT aims to provide an in-depth initial roadside triage and assessment and offer a broader range of 
options for resolution than straight apprehension or hospitalization. This may include referral to a family 
physician, services at the Community Health and Services Centre, or more urgent care provided in a 
hospital. 

The new PACT began training earlier this month. Their first official day was Monday, March 27. In their 
first week on the job, they will be initiating processes to coordinate the health care of several individuals 
that repeatedly access the emergency department via police intervention. 

Interior Health is committed to promoting healthy lifestyles and providing a wide range of quality health-core 
services to more than 740,000 people living across B.Cs vast interior. For more information, visit 
www.interiorhealth.co follow us on Twitter @Interior Health or like us on Facebook at 
www·facebook.comllnteriorHealth. 

Media, for information: 
Patrick Gall, Communications Officer 
Interior Health 
250-864-5567 

www interiorhea lrh ell 
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Cpl. Ie sse O'Donaghey, Media Relations 
Kelowna RCMP, Government of Canada 
250-470-6361 

www rcmp-grc gc ell 



From: Charlotte Robertson [mailto:crobertson@parkplaceseniorsliving .comj 
Sent: April-03-17 12:28 PM 
To: Nancy Cooper 
Cc: schultis@shaw.ca 
Subject: Blackburn Park Development 

Dear Mayor Nancy Cooper and Council, 

I am writing on behalf of the residents, our staff, and myself in support of the proposal being presented 
to you on your upcoming meeting on April 10th by Anne Kirkpatrick and Ken Schultis in regards to the 
southwest corner of Blackburn Park. 

The proposal of having an landscaped area with shade trees, shrubs and flowers areas with benches 
accessible to seniors using walkers, wheelchairs and scooters would truly enhance our seniors quality of 
life. 

It would able more seniors to venture out with families and friends or on their own. Our staff could 
utilize the area for recreation outings for our residents that are unable to go on their own. 

The other proposal for future ball diamond 3 would be a great place for the proposed exercise circuit 
that could be utilized for all ages. 
It would encourage inactive people to take the initiative to start an exercise program without the cost of 
a gym membership and to get out and get some fresh air. Promotion of Wellness. 
I can also envision staff of area businesses enjoying the access of the exercise apparatus on their lunch 
breaks. 

With more and more seniors living in the area it would be nice to see more parkland that would they 
would benefit from and be user friendly. 

Please seriously consider these proposals. 

Sincerely, 

Cfiar(otte 1W6ertson 
Site Leaaer 
Piccadilly Care Centre 
821-10th Ave. SW 
Salmon Arm, BC 
ViE 1T2 
250-804-1676 Ext#102 
cro be rtso n@parkplaceseniorsliving.com 
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From: Mike LoVecchio [mailto:Mike LoVecchio@cpr.ca ] 
Sent: April-03-17 11:41 PM 
To: Nancy Cooper 
Subject: Letter from Canadian Pacific - Rail Safety Week - April 24 to 30 2017 

CP 
April 3, 2017 

Mayor Nancy Cooper 
City of Salmon Arm 
500 - 2nd Avenue NE 
PO Box 40 
Salmon Arm BC V1E 4N2 

Via email: ncooper@salmonarm.ca 

Dear Mayor Cooper: 

RE: Rail Safety Week 2017 

MI~f l oVe(hlll 
DJrl'Cl9I 
GCH"t'lItmfm A/f.)J ' ~ 

GMfNJI Yard orf"~ 
1610 lou\)hecd Itlljr ... .rt 
l'ort CQqiX\lilm lie 
CinJd" 1/):8 ~C8 
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Canadian Pacific (CP) and the Canadian Pacific Police Service (CPPS) will be educating the public during 
this year's Rail Safety Week about safety in and around railway property. 

From April 24 through April 30, CP and CPPS will conduct rail safety blitzes in communities across our 
network - from Montreal to Vancouver - with participation from other police agencies and schools to 
educate motorists, pedestrians and the general public about the role we each play in staying safe. 

"When people use railway property or tracks as walking paths, they are risking their lives," said Laird 
Pitz, CP's Vice President and Chief Risk Officer. "Rail safety requires vigilance 24 hours a day, seven days 
a week, 365 days a year. We are asking everyone to consider their own safety around railroad property. 
The impact of an incident can have tragic consequences for all concerned, including family, friends and 
community," 

CP is proud to be the safest railway in North America, with the fewest reportable train accidents per 
million train miles among all Class 1 railroads for 11 years straight. 

While we are pleased that crossing incidents declined in Canada last year, a sharp rise in trespassing 
incidents means we must continue to do more. Tragically, 46 pedestrians and 19 drivers lost their lives 
in these preventable incidents. This is in comparison to 31 pedestrian and 14 driver lives in 2015. 

CP believes that one incident is too many. That is why we are working tirelessly, along with our 
community partners, to promote safety in and around railway property throughout Canada. 

We ask that you support rail safety in your community by participating in Canada's Rail Safety Week in 
the following ways: 

® 



1. Declare April 24 - April 30 Rail Safety Week in council by adopting the enclosed draft resolution 

2. Promote your declaration over social media by adopting the enclosed draft tweets 

3. Ask your local police service to also declare Rail Safety Week over social media 
4. Adopt the hashtag #LookListenLive year-round when speaking to the importance of being safe 

around tracks and trains. 

The safety and security of residents in the communities we operate in is - and will continue to be - our 
number one priority. We hope you will join us in promoting rail safety in your community, during Rail 
Safety Week 2017 and throughout the year. 

Thank you in advance for considering this request. Should your council choose to endorse the enclosed 
resolution, I would be grateful if you could provide me a copy. Should you have any questions, please 
give me a call on 778 772- 9636. 

Sincerely, 

~ 
Mike LoVecchio 
Director Government Affairs 

cc. Laird Pitz, Vice President and Chief Risk Officer 
Chief Ken Marchant, CP Police Service 

DRAFT RESOLUTION IN SUPPORT OF PUBLIC - RAIL SAFETY WEEK 

Whereas Public - Rail Safety Week is to be held across Canada from April 24 to April 30, 2017; 

Whereas it is in the public's interest to raise citizens' awareness on reducing avoidable accidents, 
injuries and damage caused by collisions at level crossings or incidents involving trains and citizens; 

Whereas Operation Lifesaver is a public/private partnership whose aim is to work with the rail industry, 
governments, police services, the media and other agencies and the public to raise rail safety 
awareness; 

Whereas Operation Lifesaver has requested City Council adopt this resolution in support of its ongoing 
effort to save lives and prevent injuries in communities, including our municipality; 

It is proposed by Councillor _________________ _ 

Seconded by Councillor _________________ _ 

It is hereby RESOLVED that our community proclaims national Rail Safety Week, to be held from April 24 
-April 30, 2017. 



SOCIAL MEDIA - DRAFT SOCIAL MEDIA POSTS 

Monday, April 24: 

• Did you know this week marks Canada's Rail Safety Week? Remember to Look and Listen to 
Live! IILookListenLive 

• This week we're joining @CanadianPacific and all Canadian railways in reminding people to 
make smart decisions around tracks and trains 

• {Suggested placeholder to retweet safety message from @CanadianPacific} 

Tuesday, April 25: 

• Scary stats: In 2016, 46 pedestrians and 19 drivers tragically lost their lives in preventable rail 
incidents IILookListenLive 

• Retweet if you take the pledge to be safe around tracks and trains this Rail Safety Week 
IILookListen Live 

• {Suggested placeholder to retweet rail safety message from local police agency} 

Wednesday, April 26 

• Always practice situational awareness around tracks and trains to keep yourself safe 
IILookListenLive 

• {Suggested placeholder to retweet safety message from Transport Canada @Transport_GC} 

Thursday, April 27 

• This Rail Safety Week, choose the safe route to school or work and stick to it. Don't let a 
shortcut cut your life short IILookListenLive 

• {Suggested placeholder to retweet safety message from rail safety organization @OpLifesaver} 

Friday, April 28 

• If you use railway property or tracks as walking paths, you risk your life. Always use designated 
paths and crossings IILookListenLive 

• {Suggested placeholder to retweet safety message from another railway that operates in your 
community} 

Saturday, April 29 

• This Rail Safety Week, speak to your children about dangers at level crossings and railway 
property IILookListenLive 

Sunday, April 30 

• Proud to be a partner in IIRailSafety this Rail Safety Week. Always remember to IILookListenLive 

• {Suggested placeholder to RT message from Rail Association of Canada @RailCan} 

For more social media content, visit Operation Lifesaver's website at www.op lifesaver.ca 



Caylee Simmons 

From: 
Sent: 
To: 
Subject: 

Selina Robinson [selina.robinson.mla@leg.bc.ca] 
Tuesday, March 21, 2017 2:36 PM 
Caylee Simmons 
Local government spring newsletter 

Dear Mayors, Regional Directors and Councillors, 

It has been a great pleasure to have been the opposition spokesperson for local government and sport 
these last four years. 

I have had the opportunity to meet with many of you at regional association conferences, at the UBCM 
annual gathering, at the legislature and for some of you, in your home communities. 

I have heard some concerns that are unique to individual communities and others that impact many 
communities. I have heard you talk about the challenges to fund infrastructure projects, and issues related 
to current taxing structures and revenue issues. I have heard you share some of your concerns related to 
too much growth too quickly and too little growth over tirne. 

I have come to appreciate just how similar and still how varied each community can be across our 
province. 

I appreciate your willingness to engage with me and my opposition colleagues - to inform us about your 
community needs and challenges and to make sure we understood what was most important to you. 

I have been disappointed to see the lack of respect Christy Clark's government has for local governments. 
When you don't have respect, it's impossible to engage in a collaborative working relationship between 
the provincial government and local governments, we all know is what British Columbians want and need. 

Over the four years I have witnessed many examples of that lack of respect. 

I witnessed how Christy Clark's government released the Ernst & Young Public Sector Compensation 
Review in the weeks before local elections in 2014 with no real consultation with mayors, councillors and 
directors from around the province. The timing of the release of this report suggests that the premier 
really didn't care about your political reality, she only cared about hers. 

I watched as Minister Fassbender told mayors to "suck it up" instead of working with them to fund transit 
in Metro Vancouver. 

I had the opportunity to uncover what was really going on when the auditor general for local government 
was first set up by Premier Christy Clark. Everyone was against this office except the premier, and even 
when it was revealed the office was in shambles, the premier and Minister Coralee Oakes pretended 
otherwise. Their attitude was so frustrating, as it was clear they weren't interested in listening to concerns 
you or I had about this office. 

John Horgan and my New Democrat colleagues understand the valuable role that local governments play 
in building strong, resilient and vibrant communities. We understand how important it is for local 
governments and the province to work together on infrastructure projects, issues related to finance, 
protective services, climate action and affordable housing. We know that you are looking for a 
collaborative relationship guided by mutual respect and understanding. 
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We will be in the middle of our campaign while you are hosting your area association gatherings. I will 
miss seeing you this spring. All the best in your travels and deliberations. I look forward to touching base 
with you after the election, preferably in a very different role on the other side of the legislature. 

All the best, 

Selina Robinson 
MLA for Coquitlam-Maillardville 
New Democrat spokesperson for local government and sport 

Follow John Horgan on Facebook I Twitter Iinstagram 
Subscribe to John's weekly e-newsletter 

If you would no longer like to receive emails from me, please click here 
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Caylee Simmons 

From: Civiclnfo BC [info@civicinfo.bc.cal 
Wednesday, March 22, 2017 11 :24 AM 
Civiclnfo BC 

Sent: 
To: 
Subject: Message from Emergency Management BC 

************************* 
This message is being sent by Civiclnfo BC to all BC Local Governments and BC First Nations on behalf of Emergency 
Management BC. 
************************* 

Subject: 

Intended 
Recipient(s): 

Attachments: 

EMBC - Call for Proposals for the National Disaster 
Mitigation Program (NDMP) 

Mayors/Chief Administrative Officers and Deputies/BC 
First Nations/Generallnbox for each local government 

None. See message below. 

If you have received this message in error, we ask for your assistance in distributing this message and attachment to 
other department heads and/or staff as appropriate. 

************************* 

MESSAGE: 

Emergency Management BC (EMBC) is accepting flood mitigation related proposals for the National Disaster 
Mitigation Program (NDMP) until Aug. 1, 2017, at 4 p.m. 

Proposals received by the deadline will be reviewed and assessed to ensure they meet the NDMP eligibility criteria. 
EMBC will work with applicants to finalize eligible proposals prior to submission to Public Safety Canada (PSC) on Oct. 
31,2017. 

Projects approved by PSC will most likely be announced during the Spring of 2018. 

Eligible entities interested in submitting a project proposal should: 

• Review the program components of the NDMP and the program guidelines to determine if the project is 
eligible. Note: To apply for streams 2-4, eligibility for the previous stream(s) must be met. For example, for a 
Stream 2 proposal to be considered, the proposal must clearly indicate that requirements for Stream 1 have 
been met. 

• Read the NDMP program guidelines as they provide insight into the information/documentation 
required for project proposals in each project stream. 

• Complete the NDMP Project Proposal form (under "Resources" at the bottom of the page) and the 
Risk Assessment Information Template if applicable (Streams 2, 3 and 4) 

• Submit the proposal and supporting documentation to embcdisastermitigation@gov.bc.ca by Aug. 

1, 2017, at 4 p.m. 

If you previously submitted an Expression of Interest during the May 2016 call for proposals and are still 
interested in pursuing funding, please see the steps above and submit a proposal using the federal template 

and supporting documentation. 
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Questions may be directed to the EMBC Disaster Mitigation Program. 

***************************** 

The information transmitted herein is confidential and may contain privileged information. It is intended solely for 
the person or entity to which it is addressed. Any review, retransmission, dissemination, taking of any action in 
reliance upon, or other use of this information by persons or entities other than the intended recipient is prohibited. 
If you received this in error, please notify the sender and delete or destroy all digital and printed copies. 

Civiclnfo BC makes no representations or warranties whatsoever, either expressed or implied, with respect to the 
accuracy, reliability or suitability for any purpose, of the information contained or referenced in this message. 
***************************** 
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March 31, 2017 

Her Worship 
Mayor Nancy Cooper 
City of Salmon Arm 
PO Box 40 
2 Avenue NE, Suite 500 
Salmon Arm BC VIE 4N2 

Dear Mayor Cooper: 

Re: Thank You 

BRITISH 
COLUMBIA 

APR 03 lon 

Reference: 261146 

I am writing to thank you for taking the time to meet with me at the 2016 Union of 
British Columbia Municipalities (UBCM) convention in Victoria, and for your follow-up letter 
of October 3, 2016. I am glad we had the opportunity to discuss your interest in a fuel system 
upgrade, Phase 1 of the Airport Development Plan Phase - Taxiway Charlie and the Salmon 
River Bridge. 

The yearly UBCM gathering is a valuable chance for our government to come together with 
local representatives from around B.C. and look at ways we can work collaboratively to meet 
the unique needs of our province's communities. It is a privilege to find out more about the 
important progress being made by local leaders like yourself on transportation issues in your 
community, and I appreciate the opportunity to identify the steps we can take to help build on 
this work and deliver on our ministry's commitment to providing the safest, most reliable 
transportation network possible. 

I asked ministry staff to follow up with you directly to discuss your plans for Columbia Avenue 
in more detail, as well as your ongoing concerns about the Salmon River Bridge. Should you 
have questions or concerns regarding these matters in the meantime, please do not hesitate to 
contact the ministry's local District Manager, Jack Bennetto. He is available by telephone at 
250712-3629 or bye-mail at Jack.Bennetto@gov.bc.ca and would be pleased to assist you . 

Ministry of Transportation 
and Infrastructure 

Office of the ?vlinister 

.. .12 

Mailing '\ ddress,@) 
Parliament Buildings 

Victoria Be V8V lX4 \ .5 
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I look forward to continuing to work together to ensure British Colwnbians have their voices 
heard, so that we can make a difference for generations to come. 

Thank you again for taking the time to meet with me. 

Sincerely, 

Todd G. Stone 
Minister 

Copy to: Greg Kyllo 
MLA, Shuswap 

Grant Main, Deputy Minister 

Deborah BoWman, Assistant Deputy Minister 
Transportation Policy and Programs Department 

Kevin Richter, Assistant Deputy Minister 
Highways Department 

Nonn Parkes, Executive Director 
Highway Operations 

Jack Bennetto, District Manager 
Okanagan Shuswap District 



Olstrlctof Sicamous 

446 Main Street 
PO Box219 
Sicamous, Be 

T: 250 836 2477 
F: 2508364314 

VOE 2VO 

E: info@sicamous,ca 

sicamolJs.ca 
LIVE MORE 

March 23, 2017 

Mayor & Council 
District of Coldstream 
9901 Kalamalka Road 
Coldstream, BC V1B lL6 
via email: info@coldstream.ca 

Re: Provincial Private Moorage Program 

Dear Mayor & Council: 

At the March 22, 2017 Council Meeting, the District of Sicamous Council endorsed your 
resolution regarding the Provincial General Permission for the Use of Crown Land for 
Private Moorage. 

The District of Sicamous Council supports your efforts to ensure that local government 
requirements are protected in relation to the construction of docks in our communities. 

Regards, 
DISTRICT OF SICAMOUS 

Terry Rysz 
Mayor 

cc: UBCM Member Municipalities 

~) 



From: Maria Doyle [MDoyle@vernon.caj 
Sent: March 30, 2017 1:51 PM 
To: Kevin Flynn; Nancy Cooper; Ken Jamieson; Alan Harrison; Louise Wallace-Richmond; Tim Lavery; 
Chad Eliason 
Subject: PEnTION TO REMOVE GST BEING CHARGED ON CARBON TAX 

Dear Mayor, Chair, Councillor, Electoral Area Director 

Recently, Councillor Bob Spiers brought to our Council's attention the practice of the Federal 
Government applying Goods for Services Tax (GST) on the Provincial government's Carbon Tax. 
This is not GST applied on the "goods" (gasoline, natural gas, propane, diesel fuel) rather it is 

GST applied on the Carbon Tax. Essentially, a Tax on Tax. 

This Tax on Tax affects British Columbians across the Province and in some manner affects 
every resident, business, and visitor in our respective municipalities. Folks we represent. 

In 2016 the Federal Government collected $63 million offederal taxes imposed on Be's carbon 
tax. The Federal Government will collect many times this amount across Canada as more 
Provinces apply a Carbon Tax, ironically at the strong insistence of the Federal Government. 

Councillor Spiers has initiated an ePetition to the House of Commons to remove the GST on 
Carbon Tax. The subject ePetition is now before the Parliament of Canada. The ePetition does 
not question the Carbon Tax. It is focused on the imposition of a tax (GST) on a tax. 

I have attached a resolution, passed by our Council which has been submitted to the Southern 
Interior Local Government Association for consideration at their Annual Convention in April. 
The resolution has also been forwarded to the Union of British Columbia Municipalities and to 
the Federation of Canadian Municipalities. 

On March 20, 2017, Mark Warawa, MP for Langley-Aldergrove and Mel Arnold, MP for North 
Okanagan-Shuswap have introduced a bill in the House of Commons that seeks to eliminate the 

charging of GST on existing and future carbon taxes. 

To be successful, to reduce the weight of taxation on our residents, requires individual action. 
We are not seeking Councilor Board action. We are encouraging Councillors, Electoral Area 
Directors, Mayors and Chairs from across BC to become aware of the issue. If, as individuals, 
you feel the imposition of a federal tax on top of a provincial tax is unwarranted -I would ask 
you to act, to sign the ePetition. 



The online petition closes May 3, 2017 at 1:32pm (EDT) and may be accessed at 
https://petitions.parl.gc.ca/en/Petition/Details? Petitio n -e-713 

Regards, 

Mayor Akbal Mund 

Maria Doyle 
Sr. Executive Assistant to Mayor & Chief Admin istrative Officer 
Office: 250.550.3572 I www.vernon.ca 
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Legal Notice: This transmission (including any attachments) is confidential information and may be legally 
priviledged. If you have received this transmission in error, please immediately reply to the sender and delete 
this information from your system. Use, dissemination, distribution, or reproduction of this transmission by 
unintended recipients is not authorized and may be unlawful. 

City of Vernon Disclaimer: This transmission (including any attachments) may contain 
confidential information, privileged material (including material protected by the For act or 
other applicable privileges), or constitute non-public information. Any use of this information by 
anyone other than the intended recipient is prohibited. If you have received this transmission in 
error, please immediately reply to the sender and delete this information from your system. Use, 
dissemination, distribution, or reproduction of this transmission by unintended recipients is not 
authorized and may be unlawful. 
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RESOLUTION OF COUNCIL 

At their March 13, 2017 Regular meeting, Vernon City Council passed the following 
resolution in respect to Federal GST Charges on Provincial Carbon Tax: 

"THAT Council endorse the resolution as presented and direct the Clerk to submit 
the resolution with the background statement to the Southern Interior Local 
Government Association (SILGA); 

"WHEREAS the Government of British Columbia instituted a "carbon tax" in 2008; 

AND WHEREAS, the Government of Canada imposes GST on the "carbon tax", 
essentially a tax on tax; 

AND WHEREAS, the carbon tax and subsequently the GST on the carbon tax 
applies widely on carbon tax fuels and affects the cost of living for British 
Columbians; 

NOW THEREFORE BE IT resolved that SILGA and UBCM lobby the provincial and 
federal governments to eliminate the GST being charged on the provincial carbon 
tax." 

CARRIED.' 

The undersigned hereby certifies the above resolution 
to be a true copy of the resolution passed by 

Council of the City of Vernon on March 13, 2017 

Susan Blakely, Deputy Corporate Officer 
The Corporation of the City of Vernon 

City Hall: 3400 - 30th Street, Vernon, British Columbia VlT 5E6 
Telephone (250) 545-1361 • Fax (250) 545-7876 

Airport, Telephone (250) 545-3035 • Fax (250) 542-4533 
City Yards. Telephone (250) 549-6757 • Fax (250) 545-3345 

Fire Department, Telephone (250) 542-5361 • Fax (250) 542-7271 
Community Development & Engineering. Telephone (250) 550-3634 • Fax (250) 545-5309 

Administration. Fax (250) 545·4048 
www.vernon.ca 
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MESSAGE FROM THE AUDITOR GENERAL FOR 
LOCAL GOVERNMENT 

To the ?vlayor and Council of the District of Tof1no: 

I . I am plc<.lsed to prcscnt thi s performance audit report on the management of 
human resources hy the District of Tonno. 

2. Our performance audits arc independ ent, unbiased assessments, carried out in 
accordance with professional sta ndi.l1'ds. They aim to determine the extent to which 
the a1'e,1 being examined has been managed with due reganl to economy, efficiency 
.. 1I1d effectiveness. \X/e conducted om audit in accordance with the standards for 

assurance engagements set by the Auditing <"Ind Assurance St<"lndards Board of the 
Chartered Profess ional ACCOllnt311tS of C311Jda and under the Juthority of the 
Auditor Gellcral for Local Governmellt Act. 

3. A hlrge proportion of loca l governments across British Columbia arc small 
communities. Small loca l governments face challenges th at require a broad range 
of skills and creativity to address, in part due to the limited staff resources available 
in smaller communities. 

4. Like their larger counterparts, small local government organizations require 
staff with skill s Sti ch as thc ability to inspire others, foster cooperation and resolve 
conflict, in addition to professional and technical ski lls and knowledge. Further, 
smail local govc rnl11cnts need l11<1nagers to lI11dcrsm nd and perform a range of 
practical human resource (Hit) ski ll s, from recruiting, selecti ng, training, coaching, 
work plan devdopment, defining and monitoring standards to dealing with 
employee and labour relations iss lles. 

5. As part of our province~widc ri sk assessment and prioritizat ion exercise conducted 
in 2013, human resources management was identined by loca l government 
rcprescnt<1tives as highly relevant and signincililt due to the risks and challenges 
confronting local government managers and their staff in small coml11unities. A few 
examples of these risks include the requirement for greater skills diversificat ion and 
bro~Hl e r operational knowledge, recruitment and retention iss lles, the affordability 
of remuneration when trying to remain competitive and workplace st ress. 

u. In carrying out om work, we acknowledge the difference in size and capacity 
of the local gove rnments we have audited and the resulting variability in how 
we apply the mC<lSUl'ell1ent of audit cr iteria. Our findings refl ect whrtt small loca l 
gove rnm ents should be expected to ~ll'hicve and takes into L'onsiderarioll whether a 

loca l government has dedicated human resources in place. 



7. This report outlines our findings in <lssessing the District ofTofillo 's management of 
the inherent human resource management risks it faces as .. l smallioea l government. 
'fh e purpose of the .. ludit was to identify both the strengths and challenges of human 
resource practices within sllwllel' loca l governments and identify opportunities for 
improvement and le .. lding practices. 

s. This report is not an a udit of the dollar va lues of the District's compensation or 
its collective agreement bargaining process. 

Y. '1'he District of Tbfino is a small loca l government with limited ca pacity and 
man y staff carry a lit Illultipl e roles in order to deliver programs and services. 
\Xlhile the District docs not h;lVe dedicated human resources staff, it is effec tively 
m311Jging the ri sks associated with limited human resource capacity ;.1t1d we were 
ple<lsed to find a strong foundation in place to provide core HR fun ct ions across the 
org;:l11ization. The report however, does note a number of areas where the District 
may improve upon its practices. 

I U. This report recognizes that , aS;l small local government, the District may not be 
able to address a ll o f our recomlllendations with the same priority or approach as a 

larger o rga nizat ion mighr. We hope this report will help Tofino enha nce its human 
resource management and advance the public interest through good governance, 
performance ma n<1ge lllcnt <1 nd decision -making. In add ition to this report, we 
enco magc the District to mah' use of va luable human resources too ls such as the 
Local Govern ment Management Associat ion's /-/umall l~esoftrce Toolkit (or Local 
GOliernmclll Org(lII i.U1liol1S .l lld Exccul.il'c COlllpellsal ioll Joolkil, 

II. 1 W~l nt to th:.mk the District of Tofino for its cooperation during the performance 
audit process and their action plan in response to our fin dings and recommendat ions. 

Gordon Ruth, FCPA, FCGA 
Allditor Geller,,1 for Lowl Com'mlllellf 

Surrey, BC 

AUDITOR GENERAL FOR LOCAL GOVERNMENT 
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EXECUTIVE SUMMARY 

WHAT WE EXAM IN ED 
12 . Sma ll 10c<.11 gove rnments represent the 
v~st majority of loca l gove rnments in British 
Columbia. Over 66 pcr cent of BC Illunicipalities 
ha ve poplIhnions fewer th,l11 20,000 people and 
of these, two-thirds have a population less than 
5,000. 

I J. Sma Illoc<1 I govern ments bee simil:lr challenges 
to their larger counterparts, .1S IIlcrcaslllg 

workpbcc complex ity and skill requirements, 
.1I1 older workforce ,tlld cha ngi ng cO llllllunity 
demographics impact the nature of work and 
how it is CJHicd out. 

J./, However, these cha llenges arc heightened for 
smaller governments that have limited resources, 
capacity issues, and face incrc<1sing competition 
(or skilled staff. Many small Illunicipalities and 
regional districts lack speda lizcd ski lls, tools 
and resources to ,l(ldress these ,lllel other hUlll an 
resource (HR) challenges effectively. 
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15. The overall purpose of the audit was to identify 
strengths and challenges of human resource 
practices within sl11aller local governments and 
to identify opportunitics for improvement and 
le,ld ing practices. 

16. Our specitic audi t objectives were to assess 
whether human resource planning activities 
help enable loca l govern ment to mcet the public 
interest and to assess whether human resource 
mallagement activities support leadership .l !ld 
ca recr developmcnt and the achievemcnt of the 
public interest. \VIe reviewed current hUI11 .1 11 
[esomec pbnning and management practices 
and, where in fo rmati on W.1S aV.lilable, data ,l !ld 
records fro m the 2.01 I ro 2015 period for dilt;] 
.111d trend analysis. 



Tofino has done a good overall job of managing most key HR risks. 

WHAT WE FOUND 
17. Tonno is a small, remote municipality that 
experiences a significant seasona l Increase 
in population through tourism, which has a 
si~niflc<lnt illlpact Oil the District's operations. 
While the District docs not h.we dedicated 
human resources clpacity, Ielina has done a 
good overa ll job of Ilwnaging most key Hi{ ri sks. 

I S. The District's ;lpproach to workforce 
planning is largely ;111 annu;11 process closely 
tied to the budgeting cycle. Phlllning considers 
longer term impacts 011 operations ;tlld is linked 
to the District's strategic priorities to ensure 
they arc addressed. Ovcr::1I1, while Totino faces 
(;lP;lcity challenges as a smallloc;l l gove rnment, 
irs approach to managing human resomces 
Jdcquatcly mcets the District's needs. However, 
thc District should develop operational service 
levcls and quality standarcls to help inform 
workforce planning and stc1 ffing as we1l ,,15 to 
assist in measuring operationa l effectiveness. 

/ <) . Tofino's location and unique lifestyle creates 
cha1lenges for the District to attl'<lct ~lI1d retain 
staff ~lnd turnover in key positions has been 
prevalent over the period covered by the audit. 
To mitigate the cffects of these challenges, the 
District uses a range of st rategies, including 
hiring locally, providing Dist ril.:t-owned 
~lcc011lmodation, focusing on staff training, 
development ~lnd prol11otion, providing 
noss-training, cmph;lsizing business process 
improvcment and streamlining <.lI1d Illaking 
str<.ltt'g ic li se of contracted services. 

21). Overall, Tofino has a relatively young 
mUllicip;ll workforce and a youllg management 
tealll and recruitment and retention strategies 
should continue to be all area of emphasis for the 
District. 

2/. The Di st rict has in place many of the 
foundation pieces needed to ensure the effective 
managcment ;llld administration of core Hit 

services such <.1S recruitment ~1Ild selection, 
training nnd development, performance 
11l;:lllagelllent ~lI1d occupationa l health and safety. 
These core human resources function s are carried 
alit in ;] decentralized environment and there arc 
opportunities to raise staff members' awa reness 
of existi ng policies and procedures, to strengthen 
certain poli cies nnd procedures <.md to increase 
consistent pr;lctice across the organization. 

21. Organiz<.uional health and wcllness is a strong 
point in Tofino ~lI1d both management team 
communication and the management-labour 
relationship arC:' viewed as so lid and supportive. 
The District's workplace cuitll1'C is positive. 

,\UI)ITOR GEN ERA L FOR LOCAL GOVER N r-.'IE NT 



Exhibit I - RECOMMENDATIONS 

I. The District of Tofino should enhance its 
overall approach to workforce planning by: 

»Moving to a greater focus on a three 
to five year window in future workforce 
planning 

'Developing defined service levels to help 
inform workforce planning and staffing 
levels 

' Expanding budget project sheets to 
include additional business case elements 

2. The District of Tofino should address staff 
recruitment issues by: 

J Developing a comprehensive 
recruitment policy that addresses gaps in 
procedures and documentation practices 

J Enhancing its hiring processes by 
documenting and retaining complete 
candidate document files 

, Adding a hiring checklist to systemize 
the process of hiring new employees and 
the collection of HR information 

3. The District of Tofino should ensure that all 
staff positions' job descriptions are dated and 
signed by the Chief Administrative Officer. 

4. The District of Tofino should develop a 
formalized sllccession plan and prioritize key 
roles and mission-critical skills. 

5. The District of Tofino should ensure 
that its employment agreement template is 
periodically reviewed by legal counsel. 

6. The District of Tofino should develop a 
compensation policy for exempt staff. 
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e District of dTodfinol should

b 
enha:;~~ i 

emp oyee trallllllg an eve opment y: I 
) !Developing and implementing an 
employee o.1'ientation program 

, Considering a leadership development 
program and more cross-training of staff 
in high deman..d service areas and where 
baokfilling is not readily available 

) Formulating a corporate training plan 

) Centralizing employee training and 
certification n'I,;ords 

8. Whe District of Tofino should take steps to 
review its performance appraisal programs 
and, if appropriate, revise as needed and then 
consistently complete them on an annual basis. 

9. 'the . District of iTo fino should ensure 
griavan(!e records are maintained, including 
withdrawn cases. 

roo The ]District of Tofino should enhance 
workplace health and wellness by: 

, Reviewing the OHS policy and safety 
procedures and revising as needed 

) Increasing employee awareness of the 
OHS policy and procedures throug& the 
review process a)' a foHow-up information 
session 

) Preparing terms of reference and 
recording meeting minutes to formalize 
the practices of its joint Labour 
Management Committee 

) Conducting exit interviews with all 
departing employees 



<:/~:'::'~fTO~ " h~:~~~;l 
its conflict of interest and employee condutOt i 
management by: : 

) Introducing policy aQd employee 
conduct requirements to new employees 
as part of a new corporate orientation 
pwgram 

) Centrally documenting conflict of 
interest ineidents 

) Elaborating the conflict of interest policy , 
and linking it to the whistleblower policy -

) Raising employee awareness of conflict 
of interest through an information 
session and a regular review and 
acknowledgement by staf£ 

IZ. The District of Tofino should enhance 
its human resources-related policies and 
procedures by: 

) Addressing key gaps in HR policies and 
procedures such as developing a dispute 
resolution policy 

2 Establishing a process for the systematic 
and timely review of policies and 
procedures 

'3- The District of T06no should enhance 
its HR decision-making by identifying a set 
of performance indicators for regular HR 

(cporting to senior management and Council. 

AUlJ lTOR GEN ERAL FOlt LOCAL GOV ERNMENT 



ABOUT THE AUDIT 

23. The overa ll purpose of the audit was to identify 
strengths and ch::dlcllgcs of hU111;l!1 resource 

practices within smaller loca l governments and 
identify opportunities for improvement and 
leading PI\lCticcs. 

2'1. Our speci fi c <:ll1d it objectives wefe to assess 
whether hUJ1KIIl resuurce pbnning activities 
help cn;lblc loca l gove rnment to meet the public 
interest; and to ;lSSCSS whether human resource 
management <:lcti vitics support leadership and 
cnrccr developmellt and the :1chicvclllcnt of the 
public interest. 

PER IOD COVERED BY THE AUD IT 
25. The audit covered current human resource 
planning ;tllel 111 .1 llagc l1l cnt practices and the 
2011 ~ I5 period for <bra and trend an.llysis. \Y./c 
complcrcd exa mination work in Decemher 2016. 

AUD IT SCOPE AND APPROACH 
26. The audit included a review of the local 
gove rnment's human resoun:es planning and 
management functions . The audit did not include 
rhe <1ssessment of compensation do llar valucs or 
collective barg<1ining processes. 

27. In car rying out the audit, we reviewed .1 
range of documents related to human resout"l'CS 
planning Llnd management. \Y/c also interviewed 
elected officials, se lllOr manahl: lll cnt, middle 
lll ;lIhlge lll ent and front line employees including 
Ca nadi.11l Union of Public Employees (CUI'E) 

lo\.:a l rep resellt<1tives. 
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AUDIT CR ITER IA 
18. Performance a udit criteril.1 define the stand<1rds 
ngainst which wc assessed the lucal government's 
perfornullce. We express these criteria as 
reasonable expectations for the local government 's 
management of its human resources in order to 
a\.:hieve expected results and outcol1les. 

2<). Below arc the criteria we llsed ro assess the 
loca l government: 

HUMAN RESOURCE PLANN ING 

• A human rcsources plan is developed, 
linked to organization and st rategic 
objectives, communicated to staff and 
reported. 

J The lo\.:al government has analyzed their 
workforce and developed a recruitment 
st rategy to address their requirements. 

• A sllccession plan for critical or key roles 
has been developed. 

J Employment contracts are appropriate, 
adequately reviewed, and contain clauses 
that minimize operational, financial and 
reputational risks. 

J Compensation levels are set bas cd on 
industry bcnchmnrking. 



HUMAN RESOURCE MANAGEMENT 

» Job descriptions, competencies and 
qualifications arc established and liSCO for 
recruitment. 

, Selection processes are fair, transparent 
and merit-based. 

» Orientation, training and development 
programs, plans and procedures arc in 
place. 

J Senior management has performance 
measures linked to local government 
objectives and performance appraisal is 
conducted. 

, There is a process to build a healthy 
workplace and to address related legel ! 
Issues. 

HU MAN RESO URCE ADMIN ISTRATION 

J Hit policies and procedures arc in place 
and address key fUllctions. 

J An Hit information system is used to 
assist in managing key functions and Hit 

reponing to senior staff and counci l is 
conducted . 

. W. Our Il1 C<1S urCIll Cnt of these audit criteria 
n.: flccts the size and l:apal: ity uf l::lch audited loc:ll 
government and acknowledges the differences 
in what local governments of varying sizes 
should be expected to ~lChieve. It .. llso takes into 
cOllsidcr;nion whether a loca l governm cllt Iws 
ded icated human resources staff ill place. 

AUDITOR GENERAL FOR LOCAL GOVERN1'.,IENT 
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INTRODUCTION 

31. This report presellts the res u Its of a perfo rmallce 
audit conducted by the Audiror General for Local 
Gove rnment of British Columbia (A G LC) under 
the auth ority of the Auditor Gelleral (or Local 
GO l lC /'IIlIW lll Act , 

12. \Y./c conducted this audit uncleI' the audit theme 
" fi sc]i Suslainabi lity Planning, Capacity and 
Intern al Opcf<lt ions." 

-' :L \Y./c selected rhe District of Tollllo and four 
other local governments (District of Sq uJm ish, 
Ci ty of Neison, City of Fernie and Distr ict of Pon 
Edw~Hd ) to be included in this set of audits. These 
loenl governments rcprcscnrcci a cross-secti on of 
smaller loc • .11 governments, in va rious regions .. lIlel 
facing diverse pressures and challenges. 

LOCAL GOVERNMENT HUMAN RESOURCES 
H. Mo re th .. lll two-thirds of British Columbia 

I OC~ll governments a rc sma ll , sc rving cO llllllunities 
with populations of fewer tha n 2 0,000 people. 
Of these s l11 ;ll1 10c;1 1 gm'erl1mcnts, most a rc ve ry 
sl11 .. \II , se rving communities w ith populatio ns o f 
fewer th:ln 5 ,000. 

H. In 20 1 2, BC local governments employed 
more than 39,000 people, an increase o f 47 per 
cent s ince 200]. Given the size, breadth a nd scope 
o f loca l governments, it is importa nt tll ;lt they 
effec ti vel y lI1,:Ul;1ge and administer th eir huma n 
reS()Ul'ces . 

Ill . In con sidering the perfo rmance of 10(;11 
gove rnments, members of the public lll ;l Y tend to 

foclls more all fi11 <lI1cial and operationa l results 
th;1 11 0 11 human resOllrce management . However, 
I;, ho ur cos ts ;'Ife a big P;Ht o f 10c;11 government 
ex penditures ;\l1d effec tive human resources 
man .. lge lllellt c:l n h .. w e a big imp:lct o n both the 

effec tiveness of program delivery <1I1d fin a 11I.:ia I 
results . 
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37. Evcryonc employed by .., local government 
pr;lcriccs human rcsourccs manage ment in onc 
w:ly or another. Individual empl oyees fo llow 
their ass igned job descriptions; engage in training 
and development activities and set performance 
goals :lnd o bjectives for themselves. 

JK Midd le managers and supervisors :lssisr in 
wo rkforce planning, carry our perfo rmance 
appraisa ls, recruit , selec t and orient new 
employees and l11 ~l y be involved in disciplinc or 

termination activities. 

JY. Scnior management ensures that legislative 
req uirelllents arc mct, undertakes stri.1 teg ic, longer 

term human resources planning and helps ensure 
that thc org .. 1I1ization hns the huma n resources 
c:lpacity to achieve its objec ti ves . 'fhey ,llso 
develop <lnd approve hum an rcso l1l'CCS initiati ves 
that contribute to <l positive, healthy workpl;lce 
s lIch as well ness, rewa rds a nd recognition. 

.jrJ. \'Vhere a loca l government has a human 

resources depa rtment , it call prov ide stra tegic, 
o peration:ll and transactional suppo rt to ensure 
a n effective and efficiently opera ting workforce. 
Human resources depa rtments ca n prov ide a mi x 
of advice and guidance, administr;ui ve support, 
polic ies, procedul'es, tool s an d templates. 

" I. In man y local governments, I'he finan ce 
departlllent, with th e ass ist,lllce of staff ncross 
the o rganization, tracks attendance, manages 
p;l yro ll and blVe and cnsures salary ;lncl benefit's 

:lrc accurate for every employee. 

'12. Collectively, st:lff across the o rga ni za tio n are 
responsible for ensuring the locnl government 
achieves the goals its council o r board establishes. 

Consistency of practices, colla bo rat ion :llno ng 
depa rtments and :l lignmellt o f human resources 
pbnning v.l ith bu siness planning C:l n help m:l ke 
surc huma n resou rccs ma nagcmcnt contributes 

positivel y to o rganiz:l tiona l results. 



CONTEXT 

COMMUN ITY PROF ILE 
43. The Villngc of Tofino was inco rpo rated in 

1932.. A rest ructure and bOlll1ckiry expansion 
occlirred in r 983 th at included the incorpon:lti on 
of Tohno ;"IS a District Municipality. The District 
is located Oil the west coast of V .. lllCOllvcr Isla nd 

(sec fxhibit 2) at the northern t ip of the relati vel y 
narrow Esowi sta Pcninsuhl. The District's lanel 
area tot,l]S 10.52 sq uare kilo meters. 

'1-1 . This ,Heil has experienced significant chnngc 
~lIld growth ove r the past .15 yc .. us. It has become 
all inrcJ'I1 atio llal cicsril1 ;.uio l1 and tourism is 
now the main economi c dri ver. T he natural 
resource-based secto r, formerly focused on fishing 
and logging, has evolved to foclIs ma inl y on 
<1q uacultmc and sllstainnblc logging. 

Exhibit 2 - DISTRICT VISUAL FACTS 

POPULATION tttT l ,876 
AREA 10.51 SQKM 
INCORPORATEO 1931 
SOllrce: lO I I Census 

,15. Accord ing ro the CenslIs, Tofi no h<1d a 
popuhltion of I,g76 in 20r T. From 2.001 to 2006 

Toflno's popu la tion growth rate W .. 1S 1 2.9 pcr cent, 
morc th311 doubl e th e British Coiumbi;l average 
of 5.3 per cellt. J3et\vccn 2001 and 201 1, the 
popuhniol1 grew ;1t an average of approximately 
2. .6 pcr cent pcr yca r, or by 4:10 persons. 

../ 6. A large proporrion of single family dwellings 
III Tonno arc sccond ~HY res idences oWJled hy 
non -res idents. The purchase of rea l es t<1tc by 
non -residents has resulted in higher demand th<11l 
a community of this size might otherwise fnce, 
which has contributed to hOLl sing affor(bbility 
challenges. As a result, affordable housing has 
become the top priority of the District. According 
to the lOll census, there were 1,033 private 
dwellings in Totino, 3lthough only 765 were 
occupied by full Mtimc loca l residents. III ea rly 
December 20.1 6, there were fewer than tell single 
famil y residence listings shown in the Multiple 
Listing Service (M LS) . 

·/7. The District is part of the Cla yoquot Sound 
UNESCO (United Nations Educational, Scientific 
and Cultural Organization) Biosphere Reserve, 
an internationall y recognized arc .. l thilt includes 
terrestr ial and marine environments and extends 
from the sOll thern bound .. l1'Y of the Long Beach 
Unit of Pac ific Rim National Park Reserve to 
just north of Estevan Point. The Reserve includes 
npproxi111atcly 350,000 hectares, of which nearl y 
83,000 hectares are marincMb.,sed. 

'IS. Beca use of its loca tion, development in Tofino 
is restricted by ocean on three sides and an y 
future village expa nsion is limited to a southerl y 
Jin.:ction. Pad fie Rim Highway runs up the 
middle of th e penin sula, di viding it into east and 
west sectors. Future expa nsion to the sOllth is 
limited, as the comlllunity borders the Reserve. 

·1<). 'fhesc geogr~lphica l considerations suggest 
that Tofina will h'lVe to man;-1ge growth carefu ll y 
to ensure that its limited land base is planned 
efficiently an d cf1refull y, and in a manner th at 
complements the Cla yoquot Sound UNESCO 

Biosphere Reserve and Pacific Rim National l\uk 
Reserve. 
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LOCAL GOVERNMENT PROFILE 
50, The workforce ~lt the District of Totino is led 
by a Chid Administ rative OfflL:cr (CAO) who is 
supported by a management tcalll. This tC;llll 

consists of the Dirccror of Finallcial Services and 
the Managers of Corpo rate Serv ices, COlllllluni ty 
Sustaill::lbilir )', Pu blic Works and Building 
Inspections, It A'11 Init ia tives and the Fire Chief. 
T he CAO is a lso respunsible fu r human resources. 
The District docs l10t have dcdic;lIcd hUI11 ;lI1 

resources staff. 

51. 'fh e Di strict's workforce consists of 24 
full -rime equiva lent positions, a number that 
incrc;1scd by oll e position, o r 4.35 per cellt, over 
the 20 1 1- 1 5 period covered by the audit. Most 
of the Dist rict 's workforce is represented by the 
Ca nadian Un ion of Public Employees. Tonno hns 
J volunteer fire department with 2.5 volunteer 
nrc fi ghters ove rseen by J paid Fire Chief. The 
Dist rict's Exempt to Unio n ratio is 2.5 per ce nt to 

75 per t.:l'nt respc'tivcl y. 

Exhibit 3 - DISTRICT OF TOFINO FINANCIAL SNAPSHOT 
2011 2012 

Revenue t 16,689,602 17,136.147 

Expenditure 14,673,813 15,077,768 

Annual Surplus 12,015,789 12,058,979 

R!l.1 funding used· 1530,404 1844 ,985 

SOllrce: Dis trIct "r'i,/illo il lllllwl l{c/l4lrls 

52 . As shown in Exhibit ], the District's .. 1 11 1ll1<1 I 
revenue and expenditures increased moderately 
between 201 I and 2015 . Revcnuc includes 
fundin g received under th e Resort Municipality 
Initia tive (RMI ) frolll the Province of Be. The 
Initia tive's objective is to assist designated resort 
Illunicipal ities with funding targeted to resort 
services and visitor fac ing resort capita l projects, 
in order to Sllpport and increase visi tation . In 
order to make effec tive use of this funding, the 
District established its IU\'II Serv ices Depa rtment 
in 2.0 T 3 and outli nes the departlllental prio rities 
and results ill its annllal reports. 

% 
2013 2014 2015 change 

18,956,512 18,1 03,104 17,492,711 12% 

15,214,958 16,1 98,132 15,968,600 28% 

13.141,554 11,904,972 11,524,111 (24%) 

11,241 ,344 11,169,158 1323,34 1 139%1 

N O/r: • Rf'l'f' lIIU' illcludes Ihf' Rf'sort MlIllici/!.tii/), IlIili,llil'l: (IIm/iIlS 11$/.<1 ill th/· ye,lr 
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FINDINGS, CONCLUSIONS AND RECOMMENDATIONS 

.n. The purpose of our audit was to identify 
strengths and challenges of human resource (I-IR) 

practices in small 10c;:11 govcrnmcIHs and identify 
opportuniti es fo r imp rovement and leading 
practices. \Y./c ,-l sscsscd whether human resource 

planning and management anivitics helped th e 
local government achieve its objectives) support 
leadership anel career deve lopment and <.ld vance 
the public interes t. 

5·1. Our fi ndings ,He based on a review of the 
District's hUI11 ,-l11 resource pr.lcticcs, policies and 
syste ms. We examined rclcv.lllt documentation 
,-mel chua and we held disc llss ions with key 
l11 <'l1lagclllclH <.ll1d st<.lff, as well as elected offici als. 

ROLE OF HUMAN RESOURCES UN IT 
55. Our ;ludit obj ec tive in volved a review of the 
ro le the hum an resources uni t pb ys in enhjncin g 
human resources planning and mamlgel1lCIlt 
::lc rivitics a~ ross the org,wiza tion. 1'ofin o docs 
not ha ve such a unit or any dedicated H it support 
sr;lff positions. Reg3 rdless of whether a local 
government has such a unit, it must h3ve core 
1-/1{ practices and procedures in phlce in order to 

minimi ze ri sks to its effec ti ve fun cti oning. 

'i(,. For eX~ll1lpl e, a loca l govcrnmcnt should 
have ~l workforce plan linkcd to service level s, 
job descript ions should be currcnt, excmpt sta ff 
compensation should be properl y benchmarkcd 
~l nd its occupational hea lth and sa fety program 
should be ~lli gned with \'(forkS .. l fe Be requirements. 

57. Further, '-1 I OC~11 government 's recruitment and 
selection processes should be f"1il' and n\lllsparent 
and it should ha ve policies Gild procedures in pb ce 
tha t support training and development, sLlccession 
planning and perforn1<lnce management. Finall y, 
ever), loc .. 11 government should have a se t of key 
HI{ data and infor l11<ltion that can be used to 
enhance dec ision-mak ing across the organi zation. 

58. Tofin o's human resource functions are i;:l1'ge ly 
decentralized across the depa rtments while the 
CAO provides oversight and guid .. lllce, as well as 
coaching and ll1enrOrillg, to dep .. lrtlllent managers. 

The Fin;lncial Services department esti.lbli shes 
a personnel fil c for each cmployee, man:.1 ges 
payroll and benefits and monitors and reports on 
expenditures, including HR-related items sllch as 
sick lci.lVe, overtime and training. 

59. In the absence of dedi cated HI{ staff, th e 
Distric t's HB. practices were largely informal and 
there WjS some inconsistency in practices and 
docllmentation across departmcnts. District staff 
raid ti S that Hit fil es were included within the scope 
of ;In ongoing internal systems review intended to 
strengthen Tofino's records I11Jllilgc l11cnt. 

60. This review should set standards for the 
dOC ulllcnt3tion and managcmcnt of core I-IR 

records including recruitment and selection 
filcs, training and developm en t plans and 
employee perfo rmance appraisa ls. The review 
should also identi fy jnd address any gaps in 
Hit policies .. lnel procedures. It should lead to 

greater standardiza tion of Hit doclllllenwtion 
and consistency in HI{ prac tices within Tofin o's 
c\ecentmlized ell vironm ent. 

HUMAN RESOURCE PLANN ING 
61. Our audit objec tive in vol ved an assessment of 
whether human resource planning acti vities help 
the locjl gove rnment furth er the public in te rest. 
Human resource planning forms the basis fo r ;111 

effecti ve and effi ciell t workfo rce. 

62. The audi t criteria included several key aspects 
of human resource planning, including long- range 
workforce planning based 0 11 anal ys is of dema nds 
and needs, sound recruitment and retention 
practi("'es based on current knowledge skills 
and abilities and succession pbnning based on 
miss ion-critical roles. 1-lull1 <l n resource planning 
helps to ensure emplo)'ment .. lgreelllenrs pro tect 
both cmplo)'er and employee from financi al Clnd 
operational ri sks and that compensation is fair 
,1I1d based 0 11 industry benchm arks. 

AUDITOR GENER AL FOR LOCAL GOVERN M ENT 
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Overall, whi le Tofi no faced ca pac ity challenges as a small loca l government, 
the District 's approach to workforce plann ing was adequate ly meeting its 
needs. 

WORKFORC E PLANNING 

oj . Workforce planning is an irnpo]'t;1t1r activity 
that ca n help ensure th,H a 1Q(,'~'11 government's 
serv ice levels will be .. lChievccl and that risks .11"(' 

minimi zed in the effective delivery of (.:ritical 
services such as drinking water, waste w;ltcr .. llld 

in the development and ongoing opcrntion of key 
infrast ructure including lands and Wilds. 

(,4. In Totino, we expect to sec workforce 
planning tied to the lucn l government's strategic 
or corpor .. ltc ohjectives in its bu siness plan , with 
staffin g levels closel}' linked to se rvice levels. Thc 
plan should be from three to five YCclrs in dura tion, 
subject to an anllu31 review and turnover rates 
and projec ted retirements sho uld be factored 
into the plan, thereby giving considera tion to 
key recruitment, training and development and 
mission -critica l sUCI.:ess ion pbnning. 

65. Overa II , \Vhile Tofino bccd ca pacity chnllengcs 
as a slllall local governlllent, the District's 
approach to \Vorkforce planning \V~lS adcqu;1tcly 
mceting its needs. 

of). Tofino's \Vork force pl:'IIming \Vas brgcly an 
annual process closely ti ed to the budget cycle 
managed indi vidu;lll y by enc h department. During 
the budget process, req ues ts for add itional staff 
I'esoun.:es arc presented to Counci l for approva l 
h ~l sed on the need fo r, .. md costs of, th e position. 
Due diligence is presented to Council in a budget 
project sheer \Vhich has c1emenrs of a bu siness 
case approach. 

6 7. This process could be strengrhened by adopting 
additional business case elements such as: cost! 
benefit <lllaiysis, \Vorklond analysis, service le"el 
i1llp~lCr .. 1I1e1 longer term strategic impact. We 
would also expect to sec greatcr foclls on a three 
to five year window ill future \Vorkforce planning. 
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6S. The District carried out clements of strategic 
\Vorkforce planning in the development of its 
st rategic plan by considering longer terlll impi.Kts 
on policies, programs and services ~lI1d their 
associated resources. For exa mple, staff told 
li S that the District has explored opportunities 
for restructuring dcpartments and stre~lmlining 

operational processes to increase effi ciency <lnd 
effecrivencss in its workforce planning efforts. 

SERVICE LEVELS 
(,~ . Servil'e leve ls and qU<llity standards cnn 
help inform workforce planning and staffing 
levels. They nlso assist in measuring operational 
effect ivcness and serve to enhance .. lCcountability 
across the organization. 

70. TOhno lacked defin ed service levels, nota bly 
in deve lopmcnt approval anel permitting services 
and across public \Vorks. Given Tofino 's seasonal 
vnriat io ll s, the District should consider deve loping 
in-season and off-season standard s for ccrtnin 
serv ices such as thc cIc.lI1ing of public rcst rootlls, 
maintenancc of trails and beach access and 
g:1rb"lge collection. It should develop opcrational 
service levels and quality sta ndards to help 
inform workforce planning and staffin g as well 
;l S to assist in mC<l suring operational effectiveness. 



WORKFORCE AGE 

71. Th e District h~ld a rcbtivcly young workforce, 
shown in Exhibit 4, with the number of staff 
Jgcd 5 I yea rs or o lder having the patenti .. , ] to 

retire in thl! next five to ten years , rcpn.:scnting 

approxim"Hcly 14 per cent of the tota l workforce. 
'fhe 3vcrage age of Tonna employees \V~l S 40 
yea rs old. 

Exh;bit ; - DISTRICT Of TOflNO NUMBER Of 
EMPLOYEES BY AGE 

• • • • • • • • WLI' WLI' WLI' WLI' 

• • • • WLI' WLI' 

• • • • WLI' WLI, 

• • • • • • W LI, W LI' WLI, 

• • WLI, 

Source: Dis/rir! o fTofillo 

72. As Exhibit 5 shows, only 13 per ccnt, or one 
Illcmber, of exempt staff was aged 51 years or 
older. Th e ave rage .. l ge of exempt employees W~lS 
40 . As"1 result, attrition due to retirement should 
not be a major consideration in the Di strict's 
workforce pbnning. 

Exl,;b;1 5 - DISTRICT Of TOflNO NUMBER Of EXEMPT 
EMPLOYEES BY AGE 

District ofTo/illu 

7J. With a younger workforce, the District should 
consider focusing on developing st;:lff, which is 
further discussed in rhe orientation, train ing ;:Ind 
development section of this report. 

Recommendation 1 

74. The District of "1'ofino should enhance its 
overa ll approach to workforce planning by: 

~ Moving to a greater focus on a three 
to five year window in futu re workforce 
planning 

' Developing defined setvice levels to help 
inform workforce planning and staffing 
levels 

~ Expanding budget project sheets to 
include additional business case elements 

AUDITOR GENERAL FOR LOCAL GOYERNi'.'IENT 
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Overall , Tofino should emphas ize recruitment and retention strategies in its 
workforce plann ing. 

RECRUITMENT AND SELECTION 

75. Sound recruitment and selection policies and 
processes help to ensure that a loca l government 
identifies, scn.:cns, asst!ss('!s and hires propn ly 
qualified employccs. Recruitment can also shape 

st l'.1tcgics to attract and retain cmployees. 

76. A loca l government's selection of qua li fied 
sr;lff is critica l to its opcr;Hioll~l l effectiveness. WIc 
expect Tonno to have fail', open ,mel transparent 
select ion p rocesses, supported by consistent 
procedures. The District should regularly 
update job descriptions to reflect current duties, 
requirements and qua lifications. it should 
establish and document criteria used to select 
cand idates. 

77. W/e also expect T0I1110 to adcqUi1tely document 
the results of selection processes and retain 
that docu111entation in the event of appeals or 
grievances . Further, the District should provide a ll 
new cmployces, both union and non -union, with 
a lerrer of employment outlining their working 
relationship with the employe r. 

78. In BC, 10(;11 governments h~lVe non-union 
(exe mpt) staff positions as well as unioni zed 
positions. For Ca nadi~lJl Union of Public 
Employces (CU I' E) posit ions, se niority is often a 
significa nt consideration in hi ring ;lnd promotion 
decision s and, dcpend ing on the word ing of the 
collective agreement, llW y be the detcrmining 
fa ctor in some circumstances. In comp .. uisoll, the 
District fl lls exempt vilcancics primaril}1 011 mcrit. 

7'). ·1 'ofino has cxperienced historical staff rctclltiOil 
chall enges and turtlove r has been prevalent 
during the period cuvered by the il t1Clit, including 
three of the seven manage ment team positions. 
The District ha s imple111enred recruitlllent <lnd 
retention st rategies including: hiring local ly, 
providing district-uwned accommodation, staff 
training, dcvelopment and promotion and 
employee engagcment. Overall, Tofino shou ld 
empha size recmitment and retention st rategies in 
its workforce planning. 
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g(). Thc District's staff recruitmellt and selection 
is largely decentralized, with each department 
responsible for its own hiring processes . There is 
no single point of accountabi li ty for recruitment, 
which has resulted in some gaps in effeclive 
recruitment practices and documentation. Further, 
the District lacked a recruitment policy ou tlining 
the process and requircmcnts of staff recruitment 
and selection to ensure consistellC)'. Key clements 
of a recruitment policy cou ld focus on: 

» The purpose, phi losophy, responsibility 
and guidelines for recruitment and 
selection 

» Clcar policy and procedures regarding 
fair and equitable selection processes 

» Guidelines around internal and external 
methods of recruitmcnt 

» Deta ils to be included in a job post ing 

» Details of employmcnt offers and 
employment contracts 

» An interview and selection protocol 

g I . The District's recruitm ent files included 
important elements of th e selection process, 
including ca ndidate scoring and interview 
responses that were "lcicqu<ltel y doclIlllented 
in most of the files we reviewed . Howcvcr, all 
revicwcd fi lcs lacked a docu lllcntcu rdcn:ncc 
check and cand itbte scoring or r .. lnking results. 
Additiol1<l l1 y, some recru itment fil es lacked the 
llal11e of the interviewers, or included interview 
sheets that were not scored. 

82. Recruitment files for each successful ca nciici<ne 
were kept centrall y by the Fin,l11cial Services 
department, along with personncl files. However, 
some cum petition documents wcre kept by th e 
hiring manager, resu lting in incomplete fil es . 



83. The files indicated that the District was 
appropriately trnnspafcllt and de;!]" in dctcrtnining 
whether the highest r~lnkcd caJ1didJ.tc was selected. 
However, to ensure consistency :.lIlel completeness, 
'Tutino l11:1y want to impil:mcnt n hiring t: hcck lisr 
to support the scb.:tion process. 

Exhibit 6 - HIRING CHECKLI ST - A GOOD HR PRACTICE 

8-/. The District may also want to collect HH 

information usi ng a hiring checklist, as described 
in Exhibit 6. Hit data gathered systcll1<1tically in this 
way (;111 help the District do more comprehensive 
HR pi<lllning. 

A hiring checklist allows a local government to systemize its process of hiring l1ew employees. This call be 
lJarticulariy useful where employee recruitment alld selection is a decentralized process. 

A checklist covers the key steps frolll the initial Heeds identificatiol1, key qualifications and requirements 
of the positioll, salary range, selection method, letter of offer alld ol1boarding, including orie1tlalioll . 

A checklist adds consistency and value to the process and call help capture standard HI< information. 
Where a local govemmel1t has al1 I-Il< department, it call centrally maintaill the checklists alld periodically 
review a sample of them as a quality control measure, providillg feedback to hiring managers and others 
involved ill the hiring process. III additioll, checklists call be used at orientatioll and termiuatioll to gather 
useful HI< ;'zformatioH. 

_ .. 
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Recommendation 2 ····· ······1 

85. The District of Tofino should address staff 
recruitment issues by: 

• Developing a comprehensive recruitment 
policy that addresses gaps in procedures 
and documentation practices 

• Enhancing its hiring processes by 
documenting and retain ing complete 
candidate selection document files 

• Adding a hiring checklist to systemize 
the process of hiring new employees and 
the collection of HR information 

AUDITOR GENERAL FOil LOCA L GOVERNr-.·IENT 
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JOB DESCRIPTIONS AND QUALIFICATIONS 

S6 . Job desc riptions ~ll'e ~111 csscl1ti.,i element of 
a local government's rccL"uitl11cnr and selection 
process. A good job description helps in selecting 
the right person, clcilrly outlines expect::ttions 
and ensures cmployees .. H e held .. 1CCOUllt .. lblc for 
the requirements of the position. \'(Ie expect the 
District to hilVC an approved job description 
for every position rhnr documents the position's 
activities as well as the knowledge, skill s and 
"bilirics required to competently perform those 
activities, and other special req uirements as 
needed. 

87. W/c further expect Tofino to revicw and update 
job descr iptions regularly o r as required to refl ec t 
any significa nt changes in the duties of positions, 
to ensure that each pos itio n is ;lligned with th e 
organization's st rategic direct ion ;l nd, ultimatel y, 
to ell sure the best-suited candidates arc recruited 
and selec ted . By keeping job desc riptions current , 
<1 loe;]1 government <1lso enables the dC'velopmC'llt 
of a sk ills inventory and successiun planning. 

88. l ofino staff told us that every employee 
across the Di st rict had a job description , but 
that <l defined process to regularly review ,md 
upo<uc them did not ex ist. Most of the five job 
descri ptions \vc revicwed did not inciic;He the 
(hUe of their la st rev iew a nd were no t signed by 
the CAO. 

S'.J. However, staff advised li S that job descriptions 
were t)lpica ll y rev iewed ;lIld updated as necessary 
before the sta rt of ;1 recruitlllent process. \Xlhile 

this Ill <ly not always occur in a timely manner, 
g ivcn the sizc of 1'ofino's workforce and its 
capacir)l) this process is adcqu,lte. 

YO. The District is currently undertak ing a 
process of rev iew ing exempt job descriptions 
,1S pilrr of ;l compe nsat ion rev icw that started 
in early 20 [ 6. Tofino may \v;lIlt to implement 
,111 intcgrnted system fo r developing job 
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descriptions, job eV<.lluation, recruitment and 
selection, performance milnagcmenr ilild training. 
Such all integra ted systems ilpproach can serve 
to strengthen core HI{ services and improve 
consistency ill HI{ practice. 

Recommendation 3 
9/, The Bistrict of "lotino should ensure that all 

staff positions' job descriptions arc dated and 
signed by the Chief Administrative Officer. 

SUCC ESSION PLANNING 

')1. Succession planning, as described in Exhibit 
7, is a leading practice that can serve to reduce 
ri sks to the sa fe, effective and efficient delivery of 
services to residents. It is one of the benefits of a 
sOllnd staff training <.lnd development system. For 
it to be effective, we expect loca l governments to 
cury out sllccession planning in a deliberate ;:l.I1d 

systcmntic way. 



Exliibit 7 - SUCCESSION PLANNING - A GOOO PRACTICE FOR WORKFORCE PLANNING 

Successio1l plmmhlg is a good practice for I-IR planning and management. 1 t recognizes that employees will 
leave the local govemmC1l1 at some POil1t. 1t sets Ollt how the organization wjfl mmwge through changes 
with the goal of ensuring operations co1ltillllc 1mahated. 

A successioN /J/ml shot-tfd 110t be limited to the local government's top position. Illstead, it should focus 
011 all key /JOsitiol1S (/ud should consider recruitment and retentioll history, turnover patterns, employee 
ages mzd projected retiremcllts. Successioll plallning should form part of the Jocal government's strategic 
/)/al1, hel/li1lg it manage its resources ill a strategic, IOllg-term way. To enhance success, the organization's 
most sellior employee should stroHgly suplJort sllccession planning and be willing to commit the resources 
needed. 

A successio1l IJlal1 ensures there will be qualified staff ready to take 011 key roles alld respollsibilities 
across the organization. Glle size need HOt {it all alld a succession plalZ should be scaled to match the 
local govemmew's resources, Heeds and requirements. In formulating the plan, the local government 
should consider limiug (is there enough time to traiu and develop staff?), resources, including the use of 
technology and the Intemet aud depth withill the organization (do existillg staff demol1strate potential 
and interest?). 

The essential components of a sllccession plan illclude the followillg: 

• Idelltifyillg the ell/ployee with the potelltial to step iffto the key role alld clarifyillg their 
desire to do so 

J Identifyillg the I,wy roles and responsibilities of the positioll 

J Identifying the gap between Cllrrellt aud required knowledge, skills aud abilities 

J Identifying how the local govemme1l1 will e1lSure that the employee alta illS the requisite 
knowledge, skills alld abilities, such as a combi1lation of: 

J Coachillg 

J Melltorillg 

• Job shadowilfg 

J Cross~tra;'1illg 

J Formal train;'1g 

Each designated employee should have their OW1l traini11g and developmellt plan and the local gove1'l1ment 
should periodically check 011 progress, results and gaps and make allY needed adjustments. 

The Local Gouenlmenl Management Association's Hllman I{esollrce lbo/kit for Local Govemment 
Organizations, contains more information Oil sllccessioll pla1111ing. 
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Y3. 1n Tonno, we expect to see:1 slIccession plnn in 
phlCe for '-111 mi ssiun-criticnl positions ;llld skills: 
those that arc critic;tl to the effccti ve functioning 
of the oq~allizatioll allo an; typically difficult to 
recruit for. The key mission-critical positions in 
'T'ofino include: the Chief Administrative Officcl~ 
Chief Financi"ll Officer, i\1anc.lger of Engineering 
and Publ ic \X/o rks and Fire Chief. The plan should 
address staffing changes and unphllllled vacClllCies 
and should involve both short-term 'backfi lP as 
well .1S longer term plans. As a leading practice, 
such pbns should start with the identifica tion 
and development of current employees. 

lJ.J . The District h'1d '-1 11 informal sllccession plan 
for the Chief Adm inistra tive Officer position and 
l1<1s focllsed recentl y on staff development and 
promoting from within. In <lddition, Tofino had 
plans for telllpomry backfilling in place and was 
fo llowing them. 

'"",,1' Recommendation 4 1 
95, The District of Tofino should develop 0 i 
formalized Sl1ccession plan and prioritize key 
roles and mission-critical sk ills. , .............................................. ....................................... .. ...................................... ...... .......... , 

EMPLOYMENT AGREEMENTS 
% . Employment agreements for excmpt st,-lff arc 
useful tools that provide cert ;:linty to both the 
employe r and employec. 'rhey ,1 lso help red uce 
potential disputes .. lIld allow for predicwbility 
of custs . \X/e expect loflnu to have signed 
employ ment agreements sctt ing out duties, 
compensation, benefits and clearly delineating 
worki ng conditions, Local govern ments should 
enter in to signed employ mcnt ;lgreements with 
all exempt sta ff. 

') 7. In ToM. no, the District's employment 
agrecment template for exempt st,lff contained 
the key C];:1l1Sl'S we would expect to 'H.ldre5s duties 
and responsibilit ies, compens<.l tion, benefits, 
performance t'va luJ tion, leave entitlements, 
prob,ltionary periods, termination nnd sevcr;ll1ce, 
<15 well as seve rabili ty. 
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% . District staff told li S that ~I'ofi no 's employment 
agreement template WJS last revicwed in 1010. 

The District's lega l CO UIl Sel should review the 
template before it is used in the future in order to 

red uce potential risks to the District. In addition, 
the District should ensure that its emploYlllent 
,lgrecment template is periodica lly reviewed by 
lega l counsel. 

Recommendation 5 

')9. The District of Tofino should ensure that its 
employment agreement template is periodically 
reviewed by legal counsel. 

COMPENSATION 

100. The compensJtion of exempt employees can 
have a big i mpacton St .. 1 ff recruitment <1nd retentioll. 
Critica l leadership skills, as well as nn;:l1lcial, 
technica l and operational sk ills and knowledge 
ca n be plilced at risk when compensa tion pack;lgcs 
arc not competiti ve. We expect the District of 
Tofino to have a compensn tion policy along with 
regubr co mpensa tion reviews. Compensation 
reviews nrc useful in determining .111 affordable 
and balanced approach to total compcnsation. 

10 1. Tofino did not have a compensation policy 
esta bli shing and communicating clea r principles 
gui ding exe mpt staff pay rates. Key elemcnts of a 
compensation policy could focus on: 

J The orga nization's compensation 
philosophy 

J Cri teria for decision making 

J Appropriate sa lary ranges for specific 
jobs/job catego ries 

J Compara ble organizations to be 
periodically surveycd for compensation 
benchmarking 

J Timing of individunl staff and 
organ izationa l compensat ion reviews 



We expect the District to provide all new employees with an orienta tion both 

to their posit ion and to the organization and its expecta tions. 

I rll. The Di strict had;] Benefits and Cost of Living 
Ad justments Policy that aligned exempt staff 
compensation to that of union employees and 
could serve as i1 basis for a future policy. 

I UJ . Staff told li S rhilt the District did notcomplctc 

• 1 compcnsn rioll re" iew during the period covered 
by the audit. Huwever, the District is now in 
the process of all external compensation revlcw 

which c011lmenced in (';.uly 20r6. 

Recommendation 6 

104. The District of Tofino should develop a 

compcns<ltion policy for exempt staff. 

HUMAN RESOURCE MANAGEMENT 

/05. HUlllilll resource man.1gcl11cnt involves a 
number of key functions nnt! pracricc;'s support ing 
an effective workphlCC that arc essential to 
employee ilnd o rganizational success. 

!U(" Our audit objective involved an assessment 
of whether hum .. lt1 resource management 
activities supporr luca l government leadership 
~tnd employee development and the achievem ent 
of the public interest. 

JU7. Aud it criteria included key elements of 
human reso t1l"Ce management: oricntation 
provided to new employees, training and 
developmcnt prog r~lll1 s alld plans that support 
employee tlnd o rganization,11 Sllccess, systcms for 
performance apprai sa l that link indi vidual and 
orga ni zationa l goals, ,In occllpa tioIltll hea ldt ;lnd 
safety program th~lt mitigates workp\;lce ri sks, 

-the promotion of stand'll'ds for ethicll behaviour 
and labour relati ons governance th ilt contributes 
to organiza tional wcllness. 

ORI ENTATION, TRAINING AND DEVELOPM ENT 
108. So und o rientation can help to ensure th;lt 
newl y- hired employees ge t off to;l good start. \Y./e 
ex pect the District to provide a l\ new employecs 
with an orientation both to their position 
and to the orga nizinioll <md its expect;ltions. 

An oricllt::ltioll packi.lgcshould include information 
011 human resource management policies and 
proccdures, code of conduct, health ,lnd safety 
n;quiremcnts, cmployee benefits, organizational 
and management structure, mission and go~t1 s as 
well as programs, services and expectations . 

lOY. The purpose of training and development 
activities is to max imi ze employees' cOlltributions 
to the organization's go.l ls and objectives. It 
is important for organizations to invest in 
training and development for their cmployees. 
For exa mpl e, the Conference Board of Ca nada 
reported that Canadian organizations spent ,l n 
average of $800 on training and development for 
each employee in 2014- 2015. 

110. \'Ve expect to sec training and development 
act ivities in Tof1no that <tddress operational iss lies 
and assist in the introduction of new programs 
and services, changing skill requirements and 
evolving organiz;ltional expectations and 
prioritics. Training and development also 
supports succession planning. 

I I I. To increase the overttll effectiveness of 
training and dcvelopment, we also expect to 

sec training objectives th[lt support business 
objectives and that arc tied to each employee's 
development plan. The loca l government should 
have an organization -wide training plal1 and 
an established training budget thcH is upd ated 
ann ua ll y. 'fhe results of training ,md certification 
should be measured and documented in a central 
location. The budget for these activities should 
be .. 1I1al yzed annually to inform future allocations. 

ORIENTATION 
11 2. The District does not have an orientation 
package or employee handbook for newl y 
hired staff ::lsidc from an int roduction to th e 
collect ive agreement for union employees ,mel .111 

introduction to pay and benefits. Tofino docs not 
ha ve a corporate orientation program facilitated 
by the CAD. Departments manage their own 
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The District shou ld make efforts towards centralizi ng tra ining records and 

formulating a corporate tra ining plan. 

oIH'h c~ job orientation, which foclises primarily 
Ull job duties and safety. For exa mple, the Public 
\'\fork s Ocp,ut11lcnt has ;111 Occupational Hcn hh 
and S:-tfcty oricllt<ltion progralll fo r its empl oyees. 

113. The District should develop an oriclHiltioll 
progr<1 1l1 that includes key in format ion on the 
orgil lli z<l riol1 • .11 structure, District core values 
and cxpcct;uions, key employee polic ies and 
procedures, confidcnritllit}\ conflicr of in terest and 
ethica l conduct requiremellts ::Inc! occupational 
hc.,!rh and snfery. The orienta tion package should 
he signed off by the employee. 

TRAINING AND DEVELOPMENT 

11-1. Employees genera ll y ackn owledged th oU 

the District of Tofino W,l S supportive of their 
professiona l development and technic;:!l upgmding 
requirel11ellts. 

11 5. Indi vidual departlllentsc;) .. ried out the majority 
of trai ni ng and developmcnt ac tivities. Oversight 
of tra ining requ irements and doc ulllentation of 
training pbus and records was decentralized. 
Mandatory certifica tions were genera ll y in place 
for water and wastew~\te r operat ions staff and 
the District was considering equipment operator 
training and Level 1Il ccrr ilicntions for water 
and W;lstcwatcr traini ng within Public \'<'orks. III 
addition, the Fire Dcp~lJ'tlllent m;,intnincd training 
;"Ind ccrtific.:nion n.:eord ... that ucmonstratcLi its 
compliance with provincial requirements. 

11 6. The District should lll ake efforts towards 
cClltr;, li zing train ing records and formu lati ng 
a corporate trai ning plan which should help 
prioritize tr:-1 ining, development and ce rtification 
needs. Central ization would also reduce risks 
to employee ;111<-1 public he<1 lth and safety, ;111 <-1 

ass ist in m.lximizi ng training budgets, closing 
ski lls gaps and ensur ing that operation;l l needs 
arc adequately addressed. Further, training and 
development acti vi ties should be d osel )' linked 
to the District's employee performance appraisa l 
pro(."('ss. 
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1/ 7. Tolino h~d a training and dcvelopment 
policy and set of procedures approved in 1999, 
although ~l\vareness <Hld co mpli~lnce with thi s 
policy was low. The app lica tion f01' 111 was not 
used by employees and course eva luations using 
the criteria provided in the policy were not 
completed . Th is pol icy should be reviewed and 
updated as Ile(cssary and steps should be taken 
to increase awareness among District employees. 

li S. Staff told us that the District ta kes 
adv~\ntage of scholarship opportunities ava ilable 
for employees to support staff training and 
developmcnt. Given that Illost management teil t1l 
Illembers arc re la ti ve ly young and new to their 
roles, the Distri ct should co nsider leadership 
skill s development to promote their ongoin g 
developmcnt and support sllccession planning. 

II ,). Cross- training hilS nUlllerous benefits, as 
described in Exhibit 8. The District carries out 
cross-tr.l ining and sharing of sta ff bctwcen 
departments, including cross-train ing among 
office ass istants and fin<1l1cial cle rks. Staff 
members generall y acknowledged tha t add ition;l l 
cross-t raining would help add ress high demand 
areas and speciali zed administrative duties where 
interna l backfilling was not rea di ly av~i l ab l e, 



-

Exhibit 8 - THE BENEFITS OF CROSS-TRAINING EMPLOYEES 

Cross-training involves deve/o/Jillg skills and lJYoficiel1cies relati/lg to roles outside (/11 em/J/oyee's CIlrrellt 
responsibilities. An ill-house cross-training program call prepare employees to lake all additional 
respollsibilities and ensure consistency of service when (111 employee is temporarily absellt, 011 extended 
leave. or when (/ position becomes vaCal/t . 

Cross-tra ining COlt also sertJe as job ellrichmel1l (or lIIotivated employees who wow to multi/ask. grow ill 
the job alld learn lleu; skills. Cross-training of stafr also allows all organizationla pursue UellJ opportunities 
without incurring the expense of hiring and training Hew staff. 

11lcreasillgl)~ cross-traillillg is seen as a creative and cost-effective way to motivate employees, improve 
team performance, improve quality, develop leadership skiffs and, ultimately, enhance organizatiollal 
success. 

Cross~ traillillg involves /J/allnillg, filldillg the time to do it, identifying trainers, selecting the right stafr. alld 
ellsllrillg employees call mail/lain newly learned skills. 

TRAINING COSTS 
/ lU. The District's ,1I1I1U .. d tr<1ining expc nditurcs 
increased s i gn ifi ..:~.mtl y, from $25,170 to $68,952 
per year during the period covered by the "llld it , <1S 
show ll in txhiIJit 9. \Y/e were advised that this W<lS 
hu"gcly <1ttribut<lblc to an illCl'e<lse in the training 
for the fire department. The District's st<1ff training 
budget has accounted for approxim<ltcly olle per 
cent of the District's anllual tota l expenditures. 

J 2/. The District's Financial Services DCp,utlllCllt 
allocates a training budget to each dep<lrtrnenr 
and indi vidual dCp;ll'tlllent directors identify their 
training needs b"lscd largely on hi storica l needs 
(,wd safety .. md cCJ"tific<lt ion requirements. The 
an nual tra ining budget is subject to Council 's 
review and approva l givcn recollll11cl1ti<ltions 
from indi vidual dep<lrtmcnts. 

Exhibit 9 - OISTRICT OF TOFINO TRAINING COSTS 1011 -1015 20 11 
r "· __ "" 

Training Expenditure 125,170 

Salaries & Wages 11,450,264 

Training Expenditure as % of Salaries & Wages 1.1% 
~ 

District Total Expenditures 14,613,813 

Training Expenditure as % of Total Expenditures 0.5% 

112. The District mar find it beneficial to change 
this approach. lly an"l lyz ing .. lnd est imatin g the 
costs of each tr"l ining "lCtivity and formulating 
i.11l organizatiolli.1 l training plan, Tofino cou ld 
esta blish a more (ost~cffcctive training budget. 
Establishing oversight <lnd standards related to 

training and development could also <lssist in 
identifying priorities and accuratclr forecasti ng 
the training budget. All of this would help ensure 
th<1t tr<1ining <lcrivities are prioritized to meet 
business objectives. 

2012 2013 201 4 2015 -
144,134 156,4 17 151,013 168,952 

11,496,438 11,712,087 11 ,639,464 $l,?!o.,lll 
2.9% 3.3% 3.5% 3.9% 

15,017,768 15,214,958 16,198,1 32 15,968,600 

0.9% 1.1 % 0.9% 1.2% 

Sou rce : D is l r ;!' i !,(To/il/o Al1IlIu/ R IfI )(I1'IS (l1It1 Tr.ll l1 illg E\",'elldiIIIrC RI!I!() rt5 1>)' D is trict FiI/{ll lda ! Sallices J)" /lllTillll!lI t 
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Recommendation 7 

123. The District of Tofino shou ld en hance 

employee training and development by: 

J Developing and implementing an 

employee orientation program 

J Considering a leadership development 
program and more cross-training of staff 
in high demand service areas and where 
backfi ll ing is not readily available 

J Formulating <l corporate training plan 

J Centralizing employee training and 
certification records 

PERFORMANCE MANAGEMENT 
11-1. We expect Tonno to have ill place an 

ongoing process of performance Ill J ll agc lllcnt 

with supervisors worki ng co ll abor.1t ively with 
their em ployees in setti ng work a nd career goals, 
identifying needs and cV~l ll1 at ill g perfo rmance, 
includ ing <l rcas for improvement. Supervisors 

shoul d prov ide feedback verball y and infor l11 <l l1 y 
as WC Il "1S forma lly in writ ing. As a lead ing practice, 
employee coaching and Jll ento ring progra ms 
coul d be established to cncourage development 
and support sllccession planning. 

11.5 . Th e Dist rict had ,1 performance appraisa l 
policy rcq uiri ng all an nua l forma l perforlllancc 
review of <1 11 employees. However, the Dist ric t 
carried out performance .. lppr;\ is;lls inconsistently 
::llld should take steps to st rengthen perform<1ncc 
management. 

126. Tofino 's pe l' form<1 l1ce appl'rl isnl policy dearly 
l::lid out the objectives, responsib ili t ies alld 
proccdurcs for pcrformance cva lu ,\t ion of <1 11 
sr;lff, including unionized ,111d exempt cm pl oyees. 
Thc District .. l lso developed ;1 comprchcnsivc 
perform<1 llce eva Ill ation tempbte, which W<1S 
attached to the policy. This template rated 
emp loyee perform;\Jlce under dera iled sub­
req uirements in sevcn genera l categories: resul ts 
achievemellt, init iative <1nd pJ..1 nning, quali ty 
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of work, general work ;\bili ties, judgment, 
cOlllmu nication a nd job-related knowledge/ski ll s. 
The Dist rict attached a goal-sett ing development 
plan .1t the end. 

127. Stnff aware ness and use of the performance 
appraisa l policy and eva luation template va ried 
by dep .. HtJ1le11ts. Some employecs received a 
fo rm .1 1 eva lu .. n ion annuall y using the template, 
while some others, employed by the Distr ict fo r 
a num ber of yea rs, to ld us that they had never 
had a forma l eva luatio n. Mcmbers of the scnior 
ma n;\gcl\1cIH tcam should take steps to review 
this policy ~\Il d eva lu ation template and , if 
appropriatc, rev isc it ~\ S needed and then fo rllla ll y 
put it in to ll SC. 

118. In add itio n to the policy, the Dist rict 
developed a management-oriented appraisa l 
progra m, Leaders Dialogue, to .1ssess 
Illanagement tea m members ' performance. Under 
this program guidelinc and eva luation tcmpb tc, 
the CAO provided performance remarks and 
developmcnt suggest ions thro ugh a d isc ussion 
with the employee in five categories : celebrating 
success (rccogniz ing achievcments), challenge 
considerat ion, personal development plan, 
collaborating (w ith others) on commitments and 
qua lit ies of a leader. 

11Y. Although .1 fcw emplo)'ecs to ld us thi.lt 
thcy received feedback thro ugh the Leaders 
Dialogue progra m and considered thi s apprais<\1 
com prehensive and beneficial, the Distr ict has 
only completed it once rather than annuall y as 
per the policy. 

130. The District has developed a sou nd process 
to .. lSSCSS the CAO'S performa ncc . The current 
CAO received a six -month probationary period 
performa nce appraisa l from Counci l and a morc 
comprehensive appraisal at end of the in it ial 
one yea r tCl'm. Both eva luat ion for ms were 
CO Ill pre hensi ve. 



Counc il should complete a forma l eva luation of the CAO on an annua l basis. 

J 1/. Forcx3 1ll plc, the onC-YC;1 r cv., luation provided 
all counci llors' r~ltings of the CAO'S performance 
in these ~l rC~lS: rchltio llShi p with mayor and 
COlllKi l, ass ist;11KC to council ill 11 lldc rst,l11 ding its 
gOVC rl1<l Il CC ro le, decision-maki ng and st rateg ic 

oricnt,ltiol1, fiSC.1 1 management, leadership 
of the ;l dmilli str<1r ivc tcam, local govern ment 
know ledge and practice, development of 
cOlllmuni ty rebtiollships, commun ication 
and accomplishment of goa ls. The cV~1 1l1 at i o ll 

compa red performance to object ives and 
identified areas for improvement. 

IJ.!.. Although the CAO'S employment agreement 
stipulates that an anll ual for m;11 performance 
cvalu i1tion should be done, th is eva luat ion W <l S 

last co mpleted in 20 14. COll nc il should complete 
a fOl'ma l eva luatiu n of the CAO 011 an annu al basis. 

Recommendation 8 
1.13. The District of Tofino should take steps 
to review its performance appra isa l programs 
and, if appropriate, revise as needed and then 
consistently complete them un nn nl1l1l1 <l l basis. 

HEALTH AND SAFETY, LABOUR RELATIONS AND 
ETH ICAL CONDUCT 

I.H \'Vorkpbce health includes the physic;]1 and 
occup .. ltional sa fety and mental health ,md well­
bei ng of cmployees engaged in <1 wide rangc of 
<:lCtivities across the org;ln izat ion . 

/3 5. \'Ve expect the Dist rict to be aware of and 
in corn pli .. lnce with its occupational hea lth and 
safety obli gations as we ll as a ll releva nt legishl tive 
and regula.tory reqLl i[cmcnts. \X'orkSafc Be has 
spec ific requ irements for employers of different 
size work forces and CUPE collect ive agreements 
typica ll y requ ire an occupational hea lth and 
safery committee made up of eq ual numbers of 
management and lIll ion members. 

U(i . \'(Ie expect Tofino to tilke reasonable steps to 
support a harassment-free workplace and to have 
polic ies and procedures to report ,111d investigate 
compla ints of thi s n.lture. As a lead ing practice, 

the org<l. lli zat ion sho llld support workplace 
diversity and incllls iveness and ensure its HR 

policy pro motes non-discriminatOry pract ices 
consistent with human rights legislation. \'Ve also 
expect the District to h<l.ve <l. n employee code of 
conduct, sta ndards fo r ethi c<l. l behaviou r and 
confli ct of interest policies and procedures to 

support workpbce integri ty. 

IJ7. joint bbour-management com mittees shoul d 
be in place, clea rly mandated to oversee how 
work and working re lat ionshi ps arc governed. 
Grievance procedures should be clea rl y outlined 
and processes shou ld be enacted to ensure 
employees have opportu nities for redress. 

OCCUPATIONAL HEALTH AND SAFETY 
/JS . Safety training is identi fied as a corporate 
strategy for the Distr ict and, overa ll , Tofino 
encourages a nd supports occupational he .. l 1th and 
safety through a r'l llge of formal and in for mal 
act ivities inc lu ding: 

, An Occupationa l Hea lth and Safety 
(OHS) policy prepared in 2008 

, A safety procedura l man ual prepared by 
an external consultant in january 201 5 

, A joint OHS committee with ter lllS of 
references and the recording of meeting 
mi nutes 

, Safety work procedures 

, Safety tra ining provided to elll ployees 

, ROlltine workplace and equipment 
inspections 

, Adequately Ill<l. intaincd safety records 
(such <l.S inspection, maintenance and aI-Is 

tra ining records) 

, Regular reports on safety incidents, 
which are reviewed and d iscussed 

, A weekly 'crew ta lk' program 
re in forc ing safety 
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I.lY. As shown in Exhibit 10, Tofino's nl1nllnl 
l1umber of snfery incidents varied through the 
period covered by the audit. 

Ex"i"il 10 - WORKPLACE INCIDENTS 2011-2015 

Safety Incidents 

2011 

13 

2012 

10 

2013 

37 

2014 

18 

Sou fce: /)is/ri<,/ u(Torllv Sn(o:I)' IlIciri(! lI/ Re/Jmt .20 I 1-.lOl 5 

2015 

18 

J.-IO. These incidents were rev iewed and discussed 
by the joint O H S cOlllmittee, 'rhe min li tes of these 
meetings co uld be enhanced to include action 
items ::tI1d results to ensure iss lIes <1fe addressed 
on a timely basis. 

f.j I . Wh ilc Dist rict sta ff told liS ('h3 t they gellera ll )' 
consid ered their pr~lCticcs to be ill compliill1cc 
with WorkS,lfe Be req uirements, we found th.lt 
O l-IS policy .lnd procedures shou ld be reviewed by 
Fire "!ld Public \'Vorks st'~lff in order to incrc,lse 
ilW,lI'e lll'SS and thcy should bc upchlted ~lS needed. 
An infonn.nion sess ioll , in combinntio ll with an 
inspection by WorkS~lfe BC co uld be considered 
as W~lyS of mising staff .lw.11'el1ess. 

142. The tiC Municip<11 Safety Association offers 
a recognition progmJll all occupational hea lth 
<1nci snfety. This District ..:ould benefit from IIsing 
these m .. 1terials as guidance to perform al1 ai-Is 

sci f-;lssessmcnt, 

ATTENDANCE MANAGEMENT 

I -H . The Di st rict's Exempt Employment 
Agreement and the CU I' E Collec tive Agreemcnt 
otlfline sick leave policies for exempt and union 
mem be rs. Exhibit 1 I shows that the Di strict 's sick 
leave pay th1l:tltiHed between 201l' and 2015. 

Although the District docs not report ,lllilual total 
sick blVe expendirlll'e for mallilge lllcnt purposes, 
fil1al1ci<ll sc rvit.:cs Sfi.l ff monitor lItiliz;.ltion 011 an 
ongoing b;lSis and ca lculate sick blVC c .. 1fryovcr 
fo r budgeting pll1'poses at yC'lI' end. 
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Ex"i"il 11 - SICK LEAVE UTILIZATION 
2011 2012 2013 2014 2015 

Sick leave Hrs 1,384 899 --------_ .......... 1,490 1,759 1,430 

Sick leave $41 ,676 $24 ,330 $55,992 $49,676 $42,395 

SOl/ fee : /lis/rief orlillil/o 11,),r,,1/ Rcomls 

LABOUR RELATIONS 

J·H There is an i}' onc union, CU I' E, at l ofino 's 
workph1ce. In 20r6, the Di st rict es tablished 
<l joint Labour Management Committee to 
address hlbour rehltions isslles. The mandate 
and composition of the committee is set out ill 
the CU PE Collective Agreement and meetings nre 
scheduled on a quarterly basis. Both management 
;md union members told us that they genera ll y 
(onsider l<lbol11' relations to be positive and 
colhlboJ'<ltive. 

/</ 5. Although sta ff told us that infoJ'mal mccring 
notes wcre taken at these meetings, no fo I' 111;1 I 
meet ing minutes were prepilrcd, ilS required 
by the collective 'lgreCl1lellt. In addition, thc 
Di strict should consider jointly developing terllls 
of reference governing the operations of the 
comm ittee. More st ructure and formalization 
could incre"1 SC the cOlllmittee's effectiveness in 
addressing workplace iss ues and th e conccrn s of 
both manage ment and labour. 

GR IEVANCES AND DISC IPLINE 

I -IG. The co llective agreement outlined employee 
discipline pro..:edures tlnd the Distr ict's flI es 
contained a slll ,-l li number of disciplinary letters. 
Sta ff to ld li S tha t employee discipli ne was genera II y 
not considered to he all issue in the Dist rict, 

/</ 7. The CUPE collective agreement out lined 
procedures fo r g rievilnces, including arb i tr~lt ion, 

There was one formJ I gri eva ncc case 111 

lO 1. 3, relating to sick leave benefi ts . The fi le 
doculllentation on this matter was complete. 
Howeve r, two other grieva nce cases in 2012 were 
110t documented, ilnd not indicating the subj ect 
Illilttcrs, although they wcrc both withdrawn. 



Overa ll , staff indicated a mixed level of awareness of HR policies and procedures 
and a moderate level of awareness of code of conduct and the conflict of 
interest policy. 

The District should consistently Illilintain their 
grlevallce records to demon strate appropriate 
handling and sett lement of grievance GISeS per 
the collective ilgrCCl11cnt. 

Recommendation 9 

148. The District of Tofino should ensure grievance 
records ,1re 111:tintainccl, including withdrawn 
cases. 

COMMUNICATIONS AND EMPLOYEE ENGAGEMENT 
' 4,). Employee engagement is important 111 

Tofino, to cnh.lI1cc the District 's employee 
anr:ll'tioll and retelltion. The Distriu supports 
employee engagement through fOl'tnal initiatives 
sllch [IS a Serv ice Awards policy ilnc! annual 
bonuses, <1 weekly 'crew talk' program, as well 
as other informal Jnivitics including events 
held to rccoglllzc employee effon s and promote 
tcam building. Overall, staff told us th:1t they 
considered the District to be a positive and 
respectful workplace. 

150. The District did not consistentl y conduct 
ex it meetings with depart ing employees. Tofino 
should consider conducting ex it meetings with 
~1 11 departing employees, as they can assist in 
identif}' ing opporrunities to improve operations 
and serv ices. 

Recommendation 10 
1.5 "1. The District of Tofino should enhance 
workplace health and well ness by: 

• Reviewing the OHS policy and safety 
procedures and revising as needed 

, Increasing employee awareness of the 
OHS policy and procedll[es throngh the 
review process or a follow~up information 
session 

, Preparing terms of reference and 
recording meeting minutes to formalize 
the practices of its joint Labour 
Management Committee 

» Conducting exit interviews with all 
departing employees 

ETHICAL CONDUCT 
I S2. The District has a set of policies to encourage 
a respectful workplace, including a Code of Ethics, 
a Mutual Respect Polic}' against discrimination, a 
Whistleblowcr Policy and a Workplace Bullying 
and Harassment Polic}'. Overall, staff indic;1ted 
a mixed level of ;lW~1renCSS of 1'1\{ policies and 
procedures ~1J1d a moderate level of awareness of 
code of conduct and the con fli ct of interest policy. 

I \3 . The Code of Ethics cOllwins high-level 
provi .~i()l1s for cunflkt of interest, requiring 
cmplu}'ces to disci use any potelll'ial cunflict to 
the District. However, it docs not provide 1110l'C 

deta il s, such as a dcJinit"ion, exa mples of conflict 
of interest or disc1oslll'e procedures. 

/S ·I. Emplo}'cc awareness of conflict of interest 
could be raised through the development of 
a solid policy, an illfonl1<1tion session and an 
annual review ~llld acknowledgement b}' staff. In 
addition, ethical conduct requirements should be 
introduced to new cmployees JS part of a new 
cmporatc orientJtion progrJI11 for the District. 
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155 . In addition, even though staff told us th • .H 

conflicts of interest were rare, the District should 
esta bli sh procedures to centrall y record .111 
incidents. 

Recommendation II i 
156. The District of Tofino should strengthen 
its conflict of interest <lnd employee conduct 
l11an ~l gcmcnt by: 

, Introducing policy and employee 
conduct requirements to new employees 
as part of a new corporate orientation 
program 

, Ela borating the conflict of interes t policy 
and linking it to the whistle blower policy 

, Raising employee awareness of conflict 
of interest through an information 
session and a regular review and 
acknowledgement by staff 

, Centra lly documenting conflict of 
interest incidents 

.....•....... ..• .. .•.• ..... .•••• .•• •.••••••••••••••• ••••••• ••• ••••••• ••••••••• .•... •.•. •.•.•.• .•. .... ..•...• ... •.. 1 

HUMAN RESOURCE ADM INISTRATION 
157. Our audit ob jective involved an assessment 
of whether human resources ph1nning and 
management ac ti vities arc supported by sound 
human resources administration. 

15S. The ~1lJdit criteria included key aspects of 
hU1ll;111 reso urce administration sllch as emplo}'ee 
policies ,md procedurcs th~1t arc comprehensive 
and that set forth organization;:li stanch1rds for 
,1 11 employees. Criteria also induded a set of 
relevant Hit data that is tracked and reponed on, 
and that can be llsed ro .. lssess the performance 
of thc organization's Hit practices, and the 
administration of cmplo)lec sahuies alld bcnefits. 
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HUMAN RESOURCE POLICIES AND PROCEDURES 
159. Human resource policies and procedures 
help to cOl1l1l1unicmc both expectations and 
requirements for how things are done across 
the organization. They set a standard and help 
to ensure consistency ill how employees arc 
managed and treated. They also help to ensure 
compliance with health and sa fety legishnion ,md 
regulations. 

160. \Y./e expect to sec effective Hit policies and 
procedures ill Tollllo that foster a hC<11thy, 
respectful workplace where staff is treated 
fairly and with transparency. Key policies 
and procedures include ethical sta ndards and 
eon niet of interest, confidentiality, health and 
safet}', working conditions, attendance and leave 
m<ln<lge lll ent, sta ff compensation and overtime, 
reimburselllenr of fees <1nd expenses, training 
<lnd developmcnt, per forman cc management, 
termination, discipline and dispute mechanisms 
and comp laint resolurion. 

I (, I. We also expect to sec H It management policies 
as a set of forma l, written documents that arc 
easily accessible by management and employees. 
Local governments also Iwvc eollcctive 
agreements that gOVl'J"J1 working relationships 
between management ,md union emplo}'ees. 

It,:!.. The District ha s a set of Hit policies and 
procedures covering key Hit topics sllch as training 
and development, occupational health and safct)', 
performance eva luation, code of ethics, and 
a whistleblower policy. The District also has a 
Mutual Respect Policy and a \Vorkplace Bullying 
and Harassment Policy. It has no reeruitlllent 
polic}', co rnpcns.:1t ion policy or policy for dispute 
resolution. A process for dispute resolution ca n 
eliminatc ambiguity and inconsistency and C.l ll 

minimize nllan(i~ll impclCts. 

/(>3 . Tonno's Hit policies are e.1s il y accessible to 
st;lff through the District's shared drive. These 
policies were largely ,1pproved b)' Council and 
signed by administnnivc staff to become effective. 



Employee awareness and compliance with the policies are inconsistent across 
the District. 

There is 110 cstclbli shcd process to review the 
policies regularly and staff told li S that they 
consider some Hit policies to be outdated. We 
were .. ldviscd that some policies 11M}' be reviewed 
as related issues arise . To assist, the District could 
consider the Local Government Management 
Association's }-{1I1J10Jl Resource TDoll;:';l (or Local 
GOllCnlJ1lCll1 Orgoniz'atiolls, which cont<1ins some 
70 draft versions of up-tn-date policies. 

/ 6 '1. As previously mentioned, po licies and 
procedures arc not a]w;1Ys p~11't of employee 
orientation ill TOHno, since the orientation v'Hies 
by dcparfmcnr in the absence of a corpOl'<l tc 

or i c llt~lt i o l1 program. Employee ,-lwareness and 
complinllcc with the policies arc incons istent 
.. Kross the District, 

Recommendation 12 

165, The District of Tofino should enhance its 
human resources-related policies ~1I1d procedures 
by: 

J Addressing key gaps in HIt policies and 
procedures such as developing a dispute 
resolution policy 

J Establishing a process for the systematic 
and timely review of policies and 
procedures 

HUMAN RESOURCES INFORMATION AND DATA 
166 , A human resources informati on system IS 

an information system used to acquire, store, 
an"lyzc and report HI{ information to USCI' gro ups 
such ,15 department heads "cross the o rga ni zation, 
We expect to sec .. 111 Hit information system in 
1'ofil1o that c,lpturCs core HI{ data such as time 
.. lJ1d attend,:l!lce, pi:lyroll, benefits i:ldministration, 
recruitment, training and j-Ill managemcnt. 

167, We furth er expect to see core HI{ information 
and results incorporated into District plaJlning 
to assist with activit ies sHch as budgcring, 
forecasting, sllccession planning, training and 
development. Hit informat ion .. mel results should 
be analyzed, prepared regularl y and the results 
should be reported to senior man .. 1gelllellt and 
elected officials Oll a regular b'1Sis. 

16S. Examples of both core and nun-core human 
resources statist ics th .. lt C,l ll be used to support 
human resources functions ;l11d that C<ln inform 
hUl11an resources strategies and decision -making 
include: 

J Basic workforce demographics 

J Size of workforce and current trends 

J Workforce per capita rat ios and trends 

) Management to staff ratios 

) Payroll, benefits and compensa tion data 

J Overtime uti lization 

J Turnover ratcs and patterns 

J Time to hire 

) Time, leave and attendance 

J Traini ng, learning and development 

J Performance appraisal 

J Injuries and WorkSafe Be records 

J Grievances 

1(,,). The District currently lIses the J\WN I WARE 

system for pa yroll, which enablcs staff to gencratc 
basiL' information to assist in meeting their HI{ 

management nceds rclating to compen s.Hioll , 
leave and overtime. Howcver, there is limited 
analysis and reporting of this information to 
management or Co uncil. 

AUDITOR GENERAL FOR LOCAL GOVERNMENT 



170. Tolino has controls in pial:c to ensure the 
<1C(llr~H.:y of pa yro ll and there we re 11 0 complaints 
from empl oyees and no crrors reported by the 
Distri (t's extr.:rna l n.llam:ia l audito n;, 

171. T he District has backup support for p:1 yro ll 
and pa yro ll procedures .. llT formally documented 
to assist w ith c ross- tr;lining and knowledge 
tr[lll s fcr. 

/ 72. Tofino has a st<l l1drll"d process to set up a 
profi le for c<1c h new employee <mel to deactivate 
the profi le of c"eh departing employee . The 
District's termination process foclIsed on payroll 
information and should ;ldd in terms to ensurc 
that a departing employee's access is cancelled to 
any corpo rate credit I:ard, the Di st ril:t's Intra net 
or other information sys tems. 

/ 73. Staff to ld us that the District is behin d on its 
interna l records ma n<1 ge lllent sys tem and recentl y 
hired:l records IlKtn<1gement technicin n to develop 
• .1 records management progmm, including I·m 

records. The process is ex pec ted to t3ke lip to 
two years, 

/ 7-1 . From 2011 to 20:r 5, the to t .. l l amount the 
Dist rict spent all sa laries [l nd W:1gcs incrC;lscd 
by 22 per cellt, which is about seven per cent 
I:o lllpo undcd a l1nu <1 l1 y, w hil e the number of fu ll ­
time eq uivalent cmployees increased from 23 to 

24, or 4-3 per ce ll t, as shown ill Exhibit 1 2 . 

Ex/Jibi! 12 - SALARIES AND WAGES 

• ,...,.""""".".. 
2012 

Salaries and Wages 

2011 

$1.450.264 ~~$1.496 . 4~8 

SOl/ree: /J istrie t o("TiJfi llO I'llyroll Records 
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175 . As shown ill Exhibit 13, Tofino 's overtime 
p:1y inc reased sign ific:lntl y in 20r"}, when the 

District paid out :1 large 31ll0l1nt of aCCllll11lhHed 
overt ime for <1 departing exempt employee, The 

District reviewed its ove rtime pa y policies .. lfter 
th:1t and the l:uI'I'ent exempt staff employment 
agreement temphlte conta ins terms restricting the 
:1CClIllllli<nioll of overtime, 

Exhibit J 3 - OVERTIME PAY 
2011 2012 2013 2014 2015 

@-;-;~ime P~; ~-$-6r07~ : $90,443 -~$li5,8i7 ·..."$5",1,"'03,,,5""""'$'"'52",2""73 

SOl/ rce: /J istr;'1 o{ Tofillo l'llyroll Recurds 

HR REPORT ING 
176. Tonno's CAD provides Council with regular 
verba l updates on HR, cover ing key stafnng 

ch"ll1ges, sha red services arrangements a nd the 
co ll enive b:1rgaining progress . Sw ff to ld li S 

that cOllllci llors often requested more deta iled 
information for decis ion-making, particlIbrly 
on additional s taffing requests. Sta ff does not 
regularl y report to Council on items sHch as 
recrui tment and tu rnover and HR performance 
indicators have not been identi fied for regular 
reporting. 

2013 2014 . .... ~".,...,." .. , . .,.,. 
$1,712 .087 ,.,._$ : .. ,I;;.6c39.464 

2015 

$1,770.111 

% 
change ., 

22% 



The Distr ict should consider enhancing its HR reporting to Council. 

177. T he District sho uld cons ider cnh ;:1I1c ing its 
lilt reponing to Counci l. In ~l dd it i o n to prov id ing 
more suppo rting deta il s on a dd itiona l sta ffi ng 
req uests sltch as Jdopring ~l busi ness case fo rm,H, 
the D ist rict should carefully selec t severa l 
relevan t HR-rclatecl I11 ctr ics that call be effic iently 
co ll ec ted a nd analyzed ;1I1d do no t conSllllle 

mo re time prepa ring than they a rc worth . The 
Disrrict should regularl y revicw the measures it 
reports 011 to elim inate <l ny that prove not to be 
useful. 111 Tofino, H R repo rting to Council could 
include the fo llowing measures: 

J Number of FTE' S 

J Overtime util izat ion 

J Sick lea ve lISJgc 

J Injury t ime loss 

) Vacancies (by department, reasons for 
VJc.l l1 cics) 

• Pend ing employee retirements 

~ N umber of app lic<l n ts in response to 
job postings 

, T ime taken to hire 

, O utcomes of rev iew of exempt staff 

cO l11 pens::lt ion 

~ Corporate trai ning pla n a nd any gaps in 

mandatory certification req ui rements 

~ \XlorkSafe Be complia nce reports 

~ N umber of grievances and topics as 

well <15 other b bour relations isslles such 
as the results of employee engagement 
surveys 

Recommendation 13 

178. T he District o f To fin o should enhance 
its HR decision-making by identifying a set of 
per formance indicators for regular HH repo rting 

to senio r ma nagcmcnt and Council. 
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SUMMARY OF LOCAL GOVERNMENT COMMENTS 

, ,~, 

'"'-' - , ~-..... DISTRICT OF TOFINO - OFFICE OF THE MAYOR 
-=0fI"''''''''!t1.'Ir''· ~ , -- "e!' .. P.O. Box 9, 1213'd Street, Tofino, B.C. VOR 2Z0 
,--- Telephone: 250.725.3229 I Fax: 250.725.3775 I Email: osborne@tofino.ca I Website: www.tofmo.ca 

March 21, 2017 

Mr. Gordon Ruth 
Auditor General for Local Government 
201-10470152"' Street 
Surrey BC V3R OY3 

Dear Mr. Ruth 
LGMA # 0530-01 

On behalf of the District of Tofino, thank you for the opportunity to learn from the "Managing 
the Inherent Risks of Limited Human Resources within Small Local Governments" audit, and the 
opportunity to provide comments and feedback on your proposed audit report for the District 
ofTofino. 

The District of Tofino is committed to leading a responsible and effective community 
government which is responsive to local needs and circumstances, acting as stewards of public 
assets and the public trust, and proactively fostering the economic, social, cultural and 
environmental well-being within our community. This includes responsible and effective human 
resource management. 

We appreciated the opportunity to meet with you and your team at the beginning of the audit 
process, and we found the audit process to be efficient and courteously conducted. In 
particular, it was respectful of the staff's time and schedule. 

Our Chief Administrative Officer and his management team have prepared the attached Action 
Plan, which has been reviewed and endorsed by Tofino Council. The investment of staff and 
elected official time into the audit process was more than returned through the audit results, 
and our commitment to implement human resources practices and processes based on your 
recommendations has been incorporated directly into the District of Tofino's Corporate 2014-
2018 Strategic Plan. 

Sincerely, 

8---0 
ie Osborne 

Office of the Mayor 

AU[llT REPORT 201611 7 



DISTRICT OF TOFINO ACTION PLAN 

AGLG RECOMMENOATIONS STEPS TAKEN RESOURCES NEEOED RESPONSIBLE TARGET DATE 

• HR PLANNING 
1. The District of Tofino should 
enhance its overa ll approach to 

workforce planning by: 

• Moving to a greater foens on a 
three to fiye year window in future 

workforce planning 

• Developing defi ned service levels 
to help inform workforce planning 
,lil t! srnffing levels 

• Continue 10 focus on fivc·yc:u 
plus time ho rizon . 

• Develop service standa rds as 
identified ill Strategic Plan, 

None 

Staff time, external 
assistance 

I All departments ! QI, 2018 

All dcparrmcn(s Q4.2017 

esp . Community 
Sustainability & 
EnginccringJl>w 

• Expanding budget project sheets • New template for budget project TIme Financia l Q3,2.01 7 
to include additional business case sheets to be developed to account 

clcmcnts 

2. Thc Dist rict of Tofino should 

address sta ff rccruitment issucs by: 

• Dcvclopillg a comprehensivc 

recruitment pol icy that ad drcsses 

gaps in procedures and 
documentation practices 

• Enh ancing its hiring proccssc.~ 
by docu menting and retaining 

complcte candidate documcnt fi les 

• Adding a hiring checklist to 

systemize the process of hiring new 
employees and the collection of Hit 

informat io n 

fur justific ltion. 

• Stcer ing Committee for CAO/ 
managers to be struck to oversee . 

Consultant needed to develop. 

• Records managclIlcnt plan 
preparation umlerway including 

! policy for c.mdidate files. 

• To be included in recruitment 
policy noted above. 

3. The District of Tolino should CAO to review all job descriptions 

ensure that :'III staff positions' job with responsible manager. Provide 

descriptions arc dated :'I nd signed sign off. 

by the C hief Administrative Officer. 

4 . The District o f Tofillo should I CAO to work with Hit consu ltant to 

develop a formalized succession initiate succession pla n. 

plan and prioritize key roles and 
mission-critical sk ills. 

5 . The District of Tofino should Initiated in Febr uary 2.01 7 with 

ensure that its employmen t agree- legal counsel. 

mellt template is periodically 

reviewed by lega l counsel. 

6 . The Distri!;1 of Tofino should In itiated in 2.016. Review by 

develo p a compensation policy for Council pendi ng. 

. exempt sta ff. 

'umelfunding 

I No furrher resources 
needed 

I 
I Time/funding 

TIme 

I 
Project fut\dingf CAO 

time. Cons ider LGMA 

tool kit 

No furt her resources 

needed 

Services 

I cAo/Ma nagers ! Q2, 2017 

Corporate 

Services Div. 

I c Aa/Managers! 
Consultant 

CAa 

CAa 

CAa 

Underway 

Q2.,2017 

Q2.,2017 

Q2.,2.or8 

Completion 

by Q2, 2.0.1] 

Funding to pay I CAO Q2.,2.017 
, complete market rate to exempt 

I employees 
I 

. ... ! ... 
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AGLG RECOMMENDATIONS STEPS TAKEN RESOURCES NEEDED RESPONSIBLE TARGET DATE 

• HR PLANN ING 
7. The District of Tollno should I 
enhance employee training and j 
development by: 

• Developing and implementing an 
employee orientation program 

• Considering <l leadership 
i 

development program and morc 
, 

cross-training of sta ff in high 
demand service ,HellS and where 
backfilling is lIot readily avai lable 

• Formulating a corporate trai ning 
plan 

• Centra li zing employee (raini ng 
:lIld certification records 

• HR MANAGEMENT 
8. The District of Tofino should 
take steps to review its performance 
appraisa l programs and, if appro-
priate, revise as needed and then 
consistently complete them on an 
annual basis. 

9. The Dist rkt of 'lbfino should 
ensure grievance records arc main-
rained, including wirhdrnwn cases. 

AUOIT REPORT 2.0 [6/17 

• Employee orientation program to 
be developed. Online modules as 
preferred delivery method. 

• Cross-training is exisling and 
ongoing. Leadership development 
to continue to occur through 
revised leadership dialogue 
program. 

• Training needs will cOlllinuc to 
be considered by each department 
manager. Opportunities for cross 
departmental (raining will be 
brought to managers' meetings for 
discussion. 

• To be included in re!;ords 
management review. 

• Coaching approach to employee 
development to continue to 
be encouraged as a means of 
'performance management'. 
Develop coaching resources! 
entourage coaching training. 

• Leaders dialogue for managers to 
be revised to include reference (Q 

Strategic Plan Objectives. 

• Review and revise employee 
performance appraisal format (Q 

remove scoring system. Focus on 
employee development. 

Grievance records now maintained 
in personnel folders and in centra l 
fo lder. 

Funding for cAo/Ma nagers Q3. 2018 

development, and 
regu lar updating . 

Existing and 
ongoing 

No (unher resources NtA NtA 

needed 

No further resources Corporate Q4, 2OIl 
needed Services Div. 

CAD time! Consu ltant CAO Q3, 201 7 & 
funding (?) ongoing 

t CAO time CAO Q2,2017 

CAD and manager time! ! CAD Q2.,2017 

consultant assistance 

I 

I None Corporate Complete 
Services/Finance 



AGLG RECOMMENOATIONS STEPS TAKEN RESOURCES NEEOED RESPONSIBLE TARGET DATE 

• HR MANAGEMENT 
10. The District of T06no should 
enhance workplace hea lth and 

wcllncss by: 

• Reviewing the OI-IS po licy and 
safety procedures and revising as 

needed 

• Increasing employee awareness 
of the om policy and procedures 
thro ugh the review process or a 

fo llow<up information session 

• Preparing rerms of rcferem:c 
and recording meeting minutes to 

formalize the practices of its joint 

Labou r Management Comm ittee 

• Co ndtu.:ting exit interviews wi th 
an dcpa rting employees 

11 . The Dist rict of Tofi no shou ld 
strengthen its conflict of inte rest 

and em ployee conduct management 

by, 

• Introd uci ng policy and employee 

conduct requirements [0 new 
employees as pan of a new 

corpora te orientation program 

• Centrally documenting conflict of 
interest inci dcnts 

• Elabora ti ng the conflict of 

interest policy and linking it to the 
whistle blower policy 

• Raising employee awarencss 
of conflic t of imerest through an 

information session and a regular 

rev iew a nd acknowledgement by 

staff 

• Oil S Committee to review. OH.!.:S time 
Recommendations to managers. 

• O ~I S crew talks to continue None 
rcg:mling significant OHS issues. 

Employee orienrarion (to be 

developed (Recommendatio n #7) to 

include OI-iS orientation. 

• J LMC to develop terms of 
reference. M eeting minures to be 
kept. 

• Exit interview process to be 
developed in conjunction with 

rec ruitmen t policy. 

• Employee orielH:uion progra m 
to be developed and to incl ude 

employee conduct expectations. 

• Employee confl iC! of interest 
to be documented in individu al 

personnel fil es. Ot her locations 

to be reviewed through records 
manage ment progam, 

• Confl ict of imerest and 
whistleblower policy to be 

rev iewed , 

• Policy tra ining 10 be undertaken , 

Staff time 

Consulmnr rime, staff 

time 

Consultanc funding, 

cAorime 

Finance-corporate 

services time 

cAo/Lega l counsel time 

cAo/Consultant ti me 

OH~S 

comm iuee 

Sta ff time 

Qj.l0!7 

Immediate 

JLMC, Corporate Immediate 

Services 

I 
Q3. 10I7 

I Ql, 1018 

CAO Q3, 1 0 1 7 

CAO Ql,10r7 

CAO Q l, 10r8 
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AGLG RECOMMENOATIONS STEPS TAKEN RESOURCES NEEDED RESPONSIBLE TARGET DATE 

• HR ADMINISTRATION 
12. The Di!ilricr of Tofino should I 
en hance its huma n resource-related 

I)olicics and proced ures by: 

• Address ing key gaps in HR 

policies and proced ures such as 
developing a dispute resolution 

policy 

• Establishing a process for the 
systema tic and timely review of 

policies and procedures 

• Have policies reviewed by Hit 

consultant for identification of 
gaps. 

• Estnblish policy review process 

for all District policies. 

13. The District o f Tofino should Using the Disrrict of Tofino 

enhance its Hil decision- mak ing by Strategic Plan: 

identifying a set of performance 

indicators for regular I-IR reponing ! 
to sen ior man agement and Council. 

• CAO and Council to consider a 
performance indicator related to 

CAO performance review. 

CAD and consultanr t ime 

Staff time 

I CAO time 

• Performam:e indicators to be CAD rime 
included in "Leaders' Dialogue" to 

assist managers in meeting goals. 

AUDIT REPORT 20 16117 

CAD 

I 
cAo~corporate 

servIces 

I 
CounciVcAol 

Manager 

I cAo/Manager 

Q I , 1 0 1 8 

QI,1018 

Q t ,1018 



AGLG CONTACT INFORMATION 

The i\GLG welcomes your fccdb~ck and comments. 
COil tact LI S electronica ll y lIsing om website at 
1V1V1V.(lglg.ca or cm.l il il1(o@aglg,c{/ to sh'lrc your 
questio ns or comments. 

YOlllllJY also contact li S by telephone, fax or mai l: 

PHONE, 604-930-7100 
FAX, 604-930-7118 
MAil , 210-10470 152" STREET SURREY Be V3R OY3 
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